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GLOSSARY 
Academic Freedom – 'to question and test received wisdom and to put forward new 
ideas and controversial or unpopular opinions without placing themselves in jeopardy 
of losing their jobs or the privileges they may have' (UCU, 2012) . 
 
Academic Staff – employees of a university whose contract of employment includes 
an academic function which may be teaching, research, teaching and research, or an 
academic professional who occupies a senior administrative role. 
 
Adversity - a state of suffering associated with a tragic event, difficulty, trauma or 
misfortune (Rutter, 1999; Luthar, Cicchetti, & Becker, 2000; Tugade & Fredrickson, 
2004). 
 
Antecedents of engagement - pre-existing personality related characteristics relating 
to employee engagement. 
 
Brexit – The United Kingdom’s pending exit from the European Union following the 
2016 referendum. 
 
Concept - not a basic unit, but a complex of properties, inferences and connections 
(Martorella, 1972). 
 
CPD – continuous personal/professional development. 
 
Determinants of engagement - operational work related characteristics which 
determine the exertion of effort. 
 
Drivers or Loci of engagement – work related characteristics employees were 
engaged with. 
 
E (Executive) Grades - Grades E1 to E5 are used to classify the most senior roles 
within the University; roles include the Deans, Directors and Heads of Departments. 
 
Full-time – employees contracted to work 36.5 hours per week. 
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Hygiene Factor – work related factors which cause dissatisfaction when missing, as 
opposed to motivational drivers (Herzberg, Mausner & Snyderman, 1959). 
 
Investors in People – a quality standard which provides a framework for effective 
people management. 
 
Line manager - the person to whom an employee directly reports for the purposes of 
providing direction, agreeing objectives and work priorities, providing feedback in 
relation to performance, support, development and progression. 
 
Mutuality – the sharing of a feeling between follower and leader. 
 
OS (Operational and Support) Grades - Grades OS1 to OS12 are used to classify 
all support staff roles below E Grades; roles range from Catering Assistants to Senior 
Research staff and Senior Professional staff, for example within Finance, Registry or 
Human Resources. 
 
Part-time – employees contracted to work less than 36.5 hours per week. 
 
Performance and Development Review - the annual review process that reviews 
achievements; sets business objectives; sets development objectives; assesses 
competencies and a career discussion. 
 
Post-92 HEI – Universities which were given university status through the Further 
and Higher Education Action 1992; former polytechnics or colleges of higher 
education. 
 
Psychological Contract - “The notion of a psychological contract implies that the 
individual has a variety of expectations of the organization and that the organization 
has a variety of expectations of him.  These expectations not only cover how much 
work is to be performed for how much pay but also involve the whole pattern of rights, 
privileges and obligations between worker and organizations.  For example, the worker 
may expect the company not to fire him after he has worked for a certain number of 
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years and the company may expect that the worker will not run down the company’s 
image or give away company secrets to competitors.  Expectations such as these are 
not written into formal agreement between employer and organizations, yet they 
operate powerfully as determinants of behavior” (Schein, 1965, cited in Roehling, 
1997). 
 
Psychological Alignment – perceived fit or integration of individual values, beliefs 
and expectations with the organisational environment. 
 
Support Staff – employees who do not have an academic employment function 
including non-academic professionals, faculty administrators, catering assistants, and 
those who provide student support and guidance.  
 
TSR (Teaching, Scholarly, Research) Grades - Grades TSR1 to TSR5, which are 
assimilated to bands OS7 to OS12 are used to classify various academic roles including 
Lecturer; Senior Lecturer, Head of a Department within a faculty. 
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ABSTRACT  
 
This study seeks to explore, in one particular UK Higher Educational Institution (HEI), 
the relationships between engagement, motivation, resilience and the quality of the 
relationship between managers and those being managed.   
 
A literature review provides salient themes relating to the four concepts of: employee 
engagement, motivation, emotional resilience, and leadership.  The changing 
landscape of the University sector in the UK is also considered for contextual purposes. 
 
A mixed methods approach was used to explore relationships between these four 
concepts. Methods included: observation, focus groups, questionnaires and interviews. 
 
Findings from this study indicate that motivation, resilience, engagement and 
leadership all interrelate; but that leadership interrelated with the other concepts to a 
lesser extent.  Prerequisites of engagement were found to be motivation and resilience, 
both of which were inter-reliant and as such were difficult to separate.  Prerequisites 
of motivation and resilience were found to be individuals’ personality characteristics, 
mind-set and thinking style.  
 
Higher quality relationships with managers were consistently associated with higher 
effort, whereas lower quality relationships ranged from making no difference to the 
exertion of effort, to being a minor irritation in the background, to adversely affecting 
effort and resilience.  Specific leadership attributes and behaviours were found to be 
more influential in terms of creating affinity between the line manager and follower 
which were more likely to positively influence engagement, motivation and resilience. 
 
Conclusions indicate that the majority of effort is influenced by an individual’s 
personality characteristics, mind-set and thinking style.  The minority of effort 
therefore was influenced by external factors such as job enjoyment, as a loci of 
engagement, and autonomy, as a determinant of engagement.  The role of a leader is 
therefore critical in terms of creating and maintaining an engaging work environment.   
Certain leadership attributes such as gaining trust, being genuinely caring and 
compassionate and having a positive outlook were positively associated with the 
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followers having a stronger emotional attachment to the organisation manifesting in 
increased engagement, motivation and resilience.   
 
Practical recommendations for senior leaders in organisations, people managers and 
HR practitioners include: creating operational clarity and clarity of vision; creating and 
maintaining a culture of care and support; developing leadership attributes and 
competencies which are key to achieving an engaged workforce; and implementing 
practices to facilitate job satisfaction, personal and professional growth and a climate 
of team collegiality which were found to be the three most important work related 
factors which positively influenced engagement.  
 
This research contributes by bringing a new dimension to employee engagement, 
motivation, resilience and leadership, adding to the existing literature relating to these 
four concepts.  Three different perspectives are presented and one conceptual 
approach, relating to these four concepts.  Each perspective and approach contains 
elements which can be applied by HR professionals and organisational leaders to 
create a culture of employee engagement.  This study provides a questionnaire that 
may be used by other organisations to determine engagement strategies and policies.                                                                                                                                                                                        
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CHAPTER 1 
 
INTRODUCTION 
 
This thesis explores engagement within the context of the changing nature of the 
University sector in the UK; the landscape of which remains transitional and 
unprecedented in response to a number of external environmental factors.  It has been 
widely accepted that Universities in the UK have "... a proud history and world-class 
reputation, attracting students from across the world." (BIS, 2011, p.2).  To maintain 
and enhance this world-class reputation it is critical for organisational leaders to 
achieve high levels of employee engagement as this has a positive association with 
individual well-being, high levels of individual performance and successful 
organisational performance.  (Christian, Garza & Slaughter, 2011; Hakanen & 
Schaufeli, 2012; Soane, 2013). The concept of employee engagement, which results 
in increased tenure and the exertion of extra effort which goes beyond the scope of the 
role, is complex and dynamic and influenced by many internal and external factors as 
perceived by 'social actors'; a combination of interrelated perceived expectations and 
obligations, or the psychological contract between an employee and the employing 
organisation.  Facilitation of high levels of employee engagement present many 
challenges for organisational leaders in a stable environment, and made even more 
challenging by external drivers of change.  A number of external drivers, including the 
predicted decline in student population in the UK, reduction in Higher Education 
Funding Council for England (HEfCE) funding, economic recession, poor labour 
market, student fee increases and technological advances, all impact to varying degrees 
on the way in which Universities plough their way through this rugged unprecedented 
landscape.  In a contemporary University setting employees must therefore be able to 
adapt to a new, faster paced and dynamic environment.  As such the ability to sustain 
optimal levels of drive and resilience become essential employee and leadership 
attributes in the pursuit of high employee engagement. 
 
1.1 Overview 
The researcher's philosophical stance for this two-phased study was underpinned by 
two fundamental assumptions.  First, society is not a cohesive and unified body but a 
society in constant conflict between societal structures and human freedom, as such 
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the author takes a socially progressive view about the way in which society evolves 
compared to a socially conservative view.  Secondly, experiences and perceptions of 
social actors, which determine one’s reality or truth, are subjective and open to 
interpretation as opposed to objective, meaning that reality can only be interpreted in 
one way (Neuman, 1994).  The researcher’s view of the social actors’ reality for the 
purposes of this study, is that the concepts being explored can have multiple 
interpretations based on their experiences. 
1.2 Background 
Employee engagement is an essential component of the world economy, in that high 
levels of engagement have been positively associated with financial results.  Research 
findings show that effective leadership has a positive influence on employee 
engagement and effective organisational performance (Maritz, 1995; Bass, 1997; 
Charlton, 2000; Alimo-Metcalfe & Alban-Metcalfe, 2006).  According to the 
Chartered Institute of Personnel and Development (www.CIPD.co.uk, 2012), effective 
leadership is a key ingredient in strengthening organisational performance and “…. at 
the heart of organisational effectiveness and employee engagement” (Gill, 2009, p1).  
Prior to the launch of the government’s modernisation agenda for the public sector 
(Gill, 2004), a focus on effective leadership was more prevalent in the private sector 
due to the competitive and consistently changing nature of the organisational 
environment compared to the relatively stable environment of the public sector.  
However, the spotlight has intensified its focus on effective leadership within the 
University sector as the cold front of commerce collides with the warm front of the 
collegiality.  This collision, being driven primarily by economic and political external 
drivers of change, is placing unprecedented increasing and new demands (Bolden, 
Gosling, O’Brien, Peters, Ryan, & Haslam, 2012; Ferguson, Hall, & Hopwood, 2015) 
on those responsible for successfully leading and managing universities.  It is within 
the context of these new demands that an in-depth exploration was conducted to 
understand how influential effective leadership actually is when developing and 
maintaining high levels of engagement, which appears to be more challenging due to 
academics’ view of management as being “… an irrelevant business practice which 
has no place in the (essentially) collegiate environment of the academic world…” 
(McCaffery, 2009, p.3), compared to other influencing factors relating to this dynamic 
and complex concept, in particular motivation and resilience.  In summary, this study 
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explores the extent to which highly engaged or disengaged employees are influenced 
by the quality of their relationship with their line manager, compared to personal levels 
of motivation and resilience. 
 
Previous research conducted by the author, Psychological Contract Fulfilment: The 
Importance of the Annual Appraisal, (Mulliner, 2013) showed that adverse reactions 
amongst mainly academic colleagues were often observed, whilst implementing a new 
Annual Appraisal process.  It seems that Performance Management amongst 
academics is taboo and the author previously explored the tensions between 'academic 
freedom' and 'management'.  This prior research raised important issues on whether a 
new Annual Appraisal would breach or violate the Psychological Contract, moreover 
adversely affecting employee engagement. The findings showed that understanding 
the relationship between the psychological contract and appraisals is crucial for HR 
practitioners and Staff Developers in the pursuit of creating a climate to achieve 
psychological contract fulfilment influencing engagement levels (Mulliner, 2013). 
 
Employee engagement is of particular importance given that studies have shown that 
high levels of employee engagement impact positively on productivity, profitability 
and customer satisfaction and low levels of employee engagement have been linked to 
a reduction in operating income and increased turnover intention (Harter, Schmidt, & 
Hays, 2002; Saks, 2006; Towers Perrin, 2008).  This is consistent with industry reports. 
Hewitt Associates LLC (2005, p.1) indicated that they “…have established a 
conclusive, compelling relationship between engagement and profitability through 
higher productivity, sales, customer satisfaction, and employee retention.”  Kenexa 
(2009) predict a £25.8bn increase in Gross Domestic Product (GDP) within the UK 
should organisations increase their engagement levels to the middle of the top quartile, 
a significant shift from the UK’s ninth ranked position for engagement out of the 
twelve GDP ranked economies.  Research by Watson (2012) shows that only 27% of 
UK employees are highly engaged, and 8% strongly engaged (Alfes, Truss, Soane, 
Rees & Gatenby 2010); data from the Office for National Statistics (2012) revealed 
that productivity in the UK in 2011 was 27% lower than other G7 countries which was 
linked to the below average hourly output for UK workers. The link between the 
fulfilment of the psychological contract, employee engagement and organisational 
performance cannot be ignored.  The question remains therefore as to what it is 
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employees are actually engaged with and whether particular loci of engagement are 
more important than others; and subsequently implications for the abilities of leaders 
and HR priorities. 
 
As unprecedented changes within the University sector became more prominent the 
author was keen to understand how they were affecting the strength of the 
psychological contract and the willingness of most colleagues to voluntarily exert extra 
effort beyond role expectations.  In particular, the author wanted to understand whether 
effective leadership influenced academics in terms of how engaged they are when at 
work when it seemed anecdotally, that their loyalties primarily lie with their subject 
specialism and not necessarily with the university they are employed by.  The author 
was also interested to know if there were differences between any particular groups of 
employees. 
 
At the time of this study the concepts of employee engagement and resilience began 
to emerge as common themes in numerous articles, journals and books which created 
curiosity about how 'motivational theories' related to these two concepts.   In addition, 
having read Daniel Pink's (2011) book, 'Drive' with great interest, the author realised 
that some HR and management practices carry a risk of creating a disengaged 
workforce, and as such began to consider potential implications for organisational 
leadership and people management practices with respect to creating and maintaining 
a motivated workforce.  The author concluded that there did not seem to be an 
exploration or explanation of how these three concepts interrelated in terms of the 
extent to which they influence employee engagement; to understand how leadership, 
motivation and resilience interrelate and influence employee engagement would be 
important research for the University sector and other organisations to also relate to.  
To understand what the critical elements of these concepts are could potentially have 
a positive and significant impact on organisational performance and the wider 
economy.   The author, a Human Resource practitioner of 32 years and being 
passionate about making a positive difference for others, was keen to understand which 
characteristics relating to leadership, resilience and motivation were most influential 
with respect to employee engagement, assuming differences existed.  The author, when 
carrying out this study, was a Human Resource professional not in an academic 
position, as such took the position of a practitioner enquirer within the university.  This 
18 
Thesis – Final – February 2018 
 
research was important for the author as a practitioner who is passionate about making 
a positive difference for others, especially within the university sector which is where 
the author is employed.  This research study therefore captivated the author’s attention 
which created great enthusiasm and energy to complete. 
 
Commitment to this research was not only borne out of genuine interest as a 
practitioner, but also from anecdotal information gathered from conversation with 
other HR practitioners and academic leaders and professors who also believed that this 
research would add knowledge in a way not seen before for HR practitioners, leaders 
and other researchers who have an interest in the related concepts. 
 
1.3 Context 
The University sector is an essential part of the community, locally, nationally and 
internationally, notably for its contribution to innovation, scientific developments and 
knowledge creation; it is a pivotal part of the knowledge economy (UUK, 2008; 
2014a).  Despite the importance of the HE sector demand for services as they exist 
were predicted to be on the downturn (UUK, 2014b), creating a climate of uncertainty.  
A number of issues have been identified as contributors to this predicted downturn 
including: a decline in student numbers; increased global competition; and teaching 
and research funding reductions (Yuan & Powell, 2013).  More recent events include 
‘Brexit’, Great Britain’s imminent exit from the European Union, and the new white 
paper ‘Success as a Knowledge Economy: Teaching Excellence, Social Mobility and 
Student Choice’ (BIS, 2016).  Brexit, which has been described as a disaster for the 
UK’s HE sector, has created further uncertainty and feelings of vulnerability as this is 
likely to adversely impact on EU student applications, attraction and retention of 
talented EU academics, and potential loss of £millions in research funding (Coughlan, 
2017).  In addition, this latest white paper proposed by the Minister of State for 
Universities and Science (BIS, 2016) introduces further uncertainty as this will 
increase competition, provide more choice for students, and link funding to the quality 
of teaching through a new Teaching Excellence Framework (TEF). 
 
In response to this uncertainty, increased competition, unprecedented risks and general 
turmoil within the HE sector, HEIs need to seriously reconsider their modus operandi 
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in order to survive and thrive at a time of unprecedented change across the sector, 
whilst retaining and maintaining a committed and motivated workforce. 
 
During the period of this study, a five-year period, the HEI being explored was 
experiencing a number of positive changes.  The HEI had increased its ranking within 
the University League Tables; established two new faculties; increased staff 
headcount; achieved IiP Gold Award and the IiP Health and Wellbeing Good Practice 
Award; Student of the Year; and received a Queens Award.  It would be reasonable to 
conclude therefore that all of these accolades and progress can only be achieved 
through a highly engaged workforce.   
 
1.4 The justification for this research and originality 
This research responds to a number of gaps in knowledge relating to these four 
concepts.  These include: 
 
• The need for a clearer understanding of the psychological processes that 
underpin employee engagement (Truss, Shantz, Soane, Alfes and Deldridge, 
2013); 
• Further refinement of the conceptual framework of employee engagement may 
be of benefit (Kahn, 1990; Shuck, 2010; Smith & Berg, 1987); 
• A wider and richer understanding of variable relationships (Saks, 2006); 
• Limited understanding of how individual resilience is promoted by team 
related factors and managerial practices (King, Newman & Luthans, 2016) and 
the effect on workplace outcomes. 
 
Studies to explore variables that influence disengagement, enshrined in literature 
relating to burnout, have been limited since the early 1990's (Maslach, Schaufeli & 
Leiter, 2001). Research to understand these variables, which may differ from 
engagement variables, may be beneficial to theory and practice given that research 
estimates that globally 70% of the workforce is disengaged (Crabtree, 2004; 
Czarnowsky, 2008; Gebauer, Lowman & Gordon, 2008).  
 
Shuck (2010) recommends longitudinal studies and studies with more diverse 
populations, for instance, knowledge workers and skill workers. Theoretical models 
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may also benefit from being revisited within the context of the present day working 
climate which has changed since the inception of the concept of employee 
engagement, to identify variables and any associated relationships.  Patton (1990) 
suggests where possible, qualitative studies are conducted to gain a better 
understanding of employee engagement; reference to the use of exit interviews is also 
suggested.  Yin (2003) suggests research using a single site as a case study to examine 
variables of interest more in depth. 
 
In response to certain gaps in knowledge and limitations, this exploratory study 
combines both quantitative and qualitative data relating to engagement and adds to 
existing knowledge by exploring a number of closely related variables for knowledge 
workers and skill workers employed by one university.  It also identifies critical 
elements and relationships associated with employee engagement which provides 
recommendations for other universities and other sectors to consider in relation to 
developing HR policies and practices which could influence line manager and HR 
interventions.  
 
This work is original because it provides a synthesis of concepts that have not been 
put together before.   According to May, Gilson & Harter (2004) and Welfad (2008) it 
appears that there are limited employee engagement measures that are statistically 
rigorous, inexpensive and available for academic research; in contrast, Macey and 
Schneider (2008) believe availability of reliable tools to measure engagement could 
help determine more predictive models of engagement.  Cross-validation of the 
measure used for this research could provide researchers with a rigorous tool to explore 
engagement and related concepts explored within the scope of this study.  
 
1.6 Conceptual Definitions 
As a social science researcher, precision and objectivity are critical to the measurement 
of concepts which cannot be easily observed and clear concept definitions are required 
to improve accuracy of findings and to facilitate replication.  The literature review for 
this study indicates that constructs can have many definitions that do not always agree, 
and therefore it is important to expressly state which definition is being used for a 
particular study (Neuman, 1994).  The following existing conceptual definitions were 
used for this exploratory study as they all relate to an individual’s perceptions and 
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emotions within a work setting and are consistent with what the researcher wanted to 
measure: 
 
Employee Engagement - “a positive attitude held by the employee towards the 
organisation and its values.  An engaged employee is aware of business context, and 
works with colleagues to improve performance within the job for the benefit of the 
organisation” (Robinson, Perryman & Hayday, 2004, p4) 
Motivation – "the will to achieve" (Bedeian, 1993, p.675) 
Emotional Resilience – “the phenomenon of overcoming stress or adversity” (Rutter, 
1999, p.119) (adversity is interpreted as a negative, difficult, stressful or disliked 
situation) 
Leadership – “a relationship through which one person influences the behaviour of 
others” (Mullins, 1999, p253)  
 
1.7 The structure of this thesis 
This section summarises the content of each chapter of the thesis 
 
Chapter 2 
Chapter 2 is the literature review which explores employee engagement, leadership, 
resilience and motivation, three concepts which the author believes influence 
employee engagement.  The literature review also addresses the context of the 
organisational environment, which is the changing nature of Higher Education. 
 
Chapter 3 
Chapter 3 considers research philosophies, perspectives, methodologies and methods 
which informed the approach for this study. 
 
 
Chapter 4 
Chapter 4 addresses the research design and describes the way in which data was 
created, collected, coded, analysed and interpreted. 
 
Chapter 5 
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Chapter 5 presents the findings that result from the analysis of the questionnaire data 
(stage one) and the thematic analysis of qualitative data obtained through semi-
structured interviews (stage two).  Both sets of data are integrated and summarised. 
 
Chapter 6 
Chapter 6 draws together the main findings from this study alongside existing 
literature, research and theory to develop arguments and form conclusions. 
 
Chapter 7  
Chapter 7 summarises the main conclusions drawn from this study. 
  
Chapter 8 
Chapter 8 provides recommendations for the practical application of these research 
findings, makes suggestions for extending the scope of this study, and describes how 
this study contributes to existing knowledge, understanding and practice.  
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CHAPTER 2 
 
2.0 LITERATURE REVIEW 
 
INTRODUCTION 
 
High levels of employee engagement have been shown to have a positive impact on 
organisational productivity, profitability and customer satisfaction (Harter et al, 2002; 
 Saks, 2006; Towers Perrin, 2008).  Likewise, low levels of engagement have been 
linked to reduced productivity and reduced operating income.   Effective leadership 
has been cited as being “…. at the heart of organisational effectiveness and employee 
engagement.” (Gill, 2009, p.1).  However, the extent to which the effectiveness of a 
leader influences employee engagement within the HE sector must be questioned 
given the nature of academia.  In particular, the amount of autonomy and freedom 
expected amongst academics and the mountains of bureaucracy responsible for 
elongating protocols and stifling leadership effectiveness. 
 
The problem therefore, is an absence of knowledge relating to what the key drivers of 
engagement are within the UK HE sector which could undermine institutional 
performance during unprecedented times of change. 
 
The purpose of this study was to determine the antecedents, drivers and determinants 
that create drive or the exertion of effort, to provide institutional leaders and HR 
practitioners with components to formulate an engagement strategy.  Existing 
empirical research and theories that underpin this study were reviewed to understand 
aspects relating to the exertion of effort and to provide a focus to gain new insights. 
 
The purpose of this literature review was to determine variables associated with 
resilience, motivation, leadership and engagement given that the exertion of effort, 
within a work context, was a common characteristic of all four concepts.  The literature 
review was guided by focusing on three categories: the antecedents relating to the 
exertion of effort; causes of the exertion of effort; and fluctuations and sustainability 
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of the exertion of effort. A review of literature was conducted to identify demographic 
group differences relevant to this study. 
 
Electronic databases such as SocINDEX, PsycARTICLES, PsycBOOKS, and 
ABI/INFORM Global were included in the literature search using the terms 
‘leadership’, ‘employee engagement’, ‘resilience’ and ‘motivation’.  In addition, a 
search of journals accessible through library resources, and scholarly articles using 
search engines such as Google and Bing was conducted; older and more current books 
and unpublished dissertations and theses prevalent to this study were included.  
Reports relevant to this study were retrieved from credible websites including the 
CIPD, UK Government, LFHE and Hewitt Associates.  Literature was excluded if any 
of the four concepts were discussed in terms of: engagement in a non-work related 
environment such as student or client engagement, political or therapeutic 
engagement; leadership which did not relate to engagement, for example leadership 
and whistleblowing, leadership and team decision quality; resilience in a non-work 
setting such as resilience in adolescents or resilience and mental health; and motivation 
in a non-work setting such as motivation in self-help groups or motivation and task 
completion time. 
 
2.1 Organisational Context 
The changing nature of the HE environment and related circumstances which surround 
this study are provided in sections 2.1.1 and 2.1.2. 
 
2.1.1 The changing landscape of the University sector in the UK   
Recent events such as ‘Brexit’ and the White Paper, ‘Success as a Knowledge 
Economy: Teaching Excellence, Social Mobility and Student Choice’ (BIS, 2016) 
introduce further uncertainty as they build on reports including The Dearing Report 
(1997); The Bett Report (1999); The Taylor Report (UUK, 2001); The Future of 
Higher Education (BIS, 2003) and Higher Education: students at the heart of the 
system (BIS, 2011).  Thus, the University landscape is transformational, evolving from 
an ‘elitist privilege’ for the wealthy few to a provision available to the wider society 
to enhance graduate employability and contribute more strategically to national 
economic success and the knowledge economy.  Together, these reports, White Papers, 
imminent exit from the European Union and the impact of the recession, which began 
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in 2008, resulting in state funding cuts for higher education, have set new and 
unprecedented challenges for the HE sector.  The increase of student fees to £9,000 
per annum and the need to diversify and remain competitive have created a culture of 
doing more with less or the same.  The most recent White Paper published in 2016 
adds to the dynamics of this transformation by increasing choices for students by “… 
making it quicker and easier for new high quality challenger institutions to enter the 
market and award their own degrees.” (BIS, 2016, p.6) resulting in an increasingly 
competitive market for HE providers.  It seems that angst in the workplace is becoming 
more prevalent due to the existence of VUCA environments which appear to be 
attributable to a slight decrease in engagement globally, from 65% to 63% (Aon 
Hewitt, 2017). 
 
Nicola Dandridge, Chief Executive of Universities UK (UUK) stated that "Universities 
are acutely aware of the need to be efficient and universities are already doing a great 
deal to become as cost effective as possible …"  (UUK, 2011, p.1).  However, Vince 
Cable, the former Secretary of State for Business, Innovation and Skills, argued in 
2011 that "... more can be done to reduce administrative overheads, wage bills, and to 
run campus facilities more effectively” (BIS, 2011).   These differing views turn a 
spotlight onto productivity, efficiency and effectiveness creating new demands for 
universities which “… are both significant and far-reaching” (McCaffery, 2009, p.13).  
Wooldridge (2011) believes that the University sector ".... will need to develop 
cultures that combine academic freedom and collegiality with tough institutional 
business targets and performance measures ...." (p.246) if they are to face the 
challenges of an increasingly competitive market.  As universities become more 
pressured, institutional leaders therefore need to be sensitive to the potential threat to 
collegiality; a critical factor within academia with respect to the success of a faculty, 
as the delivery of the curriculum is dependent upon the sharing of information, 
expertise and ideas together with mutual support and trust (Shah, 2011).  Any conflict 
and low morale resulting from these tensions are likely to adversely affect the 
achievement of faculty goals (Miles, Shepherd, Rose & Dibben, (2015). 
 
Organisations can perform well or perform poorly due to both internal and external 
forces; external forces include economic, political, technical, social, environmental 
and legal factors, and internal forces such as systems, resources, processes and 
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employee performance all playing a critical role in an organisation’s success (Collis & 
Montgomery, 1995). It is recognised that the primary source of competitive advantage 
is an organisation’s employees (Brewster, Carey, Dowling, Grobler, Holland, & 
Warnich, 2003) which traditionally have been regarded as an ongoing expense 
associated with running a business.  The performance of an organisation or 
achievement of goals is a culmination of individuals’ performance (Armstrong & 
Baron, 1998).  Amos, Ristow and Ristow (2004, p.63) state that “the effective 
management of individual performance is critical to the execution of strategy and the 
organisation achieving its strategic objectives” which conflicts with Johnson’s (1995) 
belief that a new style of leadership which is more democratic and less bureaucratic is 
required as organisational environments quickly transform organisations. This 
suggested democratic style of leadership is likely to be ineffective given the increased 
pressure on academics to spend time publishing and conducting research in addition 
to time already devoted to teaching. For many academics, career progression, 
academic credibility and salary increases are dependent upon publishing and as such 
this plays a crucial role for their advancement (Miller, Taylor & Bedeian, 2011).  
Maccoby (1979, in Botha, 2001) concludes that an advanced level of leadership is 
required to achieve and maintain organisational success within a world of escalating 
demands. In practice this includes continuously raising standards and performance 
expectations to maintain competitiveness and sustainability as employee attitudes may 
range from being content with maintaining existing standards to striving for 
continuous improvement.  The HE sector is no longer as immune to its external 
environment as it may have been historically given the need to reform and “make 
greater progress on delivering efficiencies … to build on the Diamond (2011) and 
Wakeham (2010) reviews to drive further and faster improvement.” (Leadership 
Foundation for Higher Education, 2014, p.4)  
This ‘arranged marriage’ between the academic world and business world, for some 
has rendered the university as a concept meaningless (Scott, 1995; Smith & Webster, 
1997) and many staff have become alienated (McCaffery, 2009).  However, to survive 
and thrive university leaders will need to challenge their modus operandi and 
breakdown cultural barricades to realise their organisations’ potential through an 
engaged and motivated workforce.  It seems therefore that the ever changing Higher 
Education climate provides opportunities to effectively integrate the more traditional 
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view of leadership, traditional being associated with providing direction and control, 
into the organisation’s culture.  This necessity for “… strong leadership and 
management …”  is clearly cited in the Government’s white paper, The Future of 
Higher Education, (DfES, 2003, p.76) albeit a concept not widely accepted by 
academic communities which appear to operate in a culture where tensions between 
collegiality and managerialism exist (Hyde, Clarke & Drennan, 2013). 
 
2.1.2 The influence of organisational culture 
Kotter (2012) argues that organisational performance and effectiveness has the 
potential to be influenced by the organisational culture; culture being defined as “… 
the pattern of values, norms, beliefs, attitudes and assumptions that may not be 
expressed but it shapes the way in which people in organisations behave and things 
get done …” (Armstrong, 2009, p.303), more simply defined as “… the way we do 
things around here …” (Deal & Kennedy, 1982, p.4).  Similarly, Kopelman, Brief and 
Guzzo (1990) claim that there is a relationship between organisational performance 
and culture, while Denison (1990) and Sorenson (2002) argue that studies have not 
been consistent.  An investigation carried out by Kotter and Heskett (1992) revealed 
that the role played by culture was in practice much weaker than expected; however, 
it did show that there is a relationship between high performing organisations and 
strong shared values. These findings are similar to Furnham and Gunter (1993) who 
believe that if the organisational values, beliefs and norms do not generate a ‘we-
feeling’, organisational performance will suffer a significant negative impact.  More 
recently, research shows that more positive attitudes of employees, for example job 
satisfaction and organisational commitment manifest where organisational and 
individual values are aligned, (Cennamo & Gardner, 2008; Leung & Chaturvedi, 
2011).  This psychological alignment, also referred to as value congruence 
(Vveinhardt, Gulbovaite & Streimikiene, 2016), has been associated with lower 
intention to leave an organisation and positively associated with organisational 
performance (Vveinhardt & Gulbovaite, 2016).  To achieve value congruence within 
the HE sector poses a significant challenge in terms of creating a motivational 
environment given the backdrop of imposed changes on UK HEIs, which appear to be 
creating a climate of uncertainty and confusion due to the conflict between subject 
collaboration and institutional competitiveness. 
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2.2. Definitions 
Although there are numerous definitions for employee engagement, motivation, 
resilience and leadership; the most relevant definitions for this study that best 
exemplify the essence of them all are provided in Appendix 1. 
 
The definition of employee engagement used for this study was “a positive attitude 
held by the employee towards the organisation and its values.  An engaged employee 
is aware of business context, and works with colleagues to improve performance 
within the job for the benefit of the organisation” (Robinson, Perryman & Hayday, 
2004, p.4).  This definition provided clarity and made reference to all three dimensions 
of engagement, as such presented a balanced holistic description of its meaning to 
minimise measurement error. 
 
Over fifty definitions of employee engagement have been identified from various 
sources including organisations, practitioners, consultants and academics (MacLeod 
& Clarke, 2009).  The absence of one single authoritative definition (Attridge, 2009) 
causes difficulties with respect to consistency of measurement and contradiction when 
seeking to clarify the drivers of engagement.   
It seems that academic research relating to the concept of employee engagement has 
lagged behind its growing popularity amongst practitioners, (Macey & Schneider, 
2008a) which then created a gap in scholarly literature when searching for theories and 
strategies to achieve an engaged workforce (Saks, 2006).  This gap ultimately led to 
different perspectives on the concept between academics and practitioners (Zigarami, 
Nimon, Houson, Witt, & Diehl, 2009).  Practitioners seem to be more concerned with 
the usability of the concept in relation to employee productivity and retention focusing 
more at a macro level, whilst academics are more concerned with defining and 
validating the concept to better understand influential variables of engagement 
(Wefald & Downey, 2009).  HR professionals and management consultants tend to 
have a stronger focus on how engaged employees are with the organisation they work 
for (Schaufeli & Bakker, 2010) and academics appearing to be more concerned with 
measurement; as practitioners, HR professionals having more interest in the practical 
application of research findings to create engaged workforce, and academics having 
more interest in data reliability and generalisability. 
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A number of differences exist between the various groups. Academic definitions 
primarily focus on the psychological and emotional state of the employee in respect of 
their commitment to or enthusiasm for the work itself.   Organisational definitions 
focus on emotional attachment, organisational values and organisational goals.  
Consultant definitions are nuanced with business related synonyms, thus viewing 
employees as a business investment, potentially creating tensions with differing 
definitions which are more concerned about the emotional state of employees.  
Consultants also put an emphasis on a positive two-way reciprocal relationship 
between the employee and organisation.  Some academic definitions are broader and 
include reference to role performance. 
 
Despite the differences found amongst the various definitions, three engagement 
themes emerge: cognitive; emotional; and behavioural; all of which are referred to in 
Shuck and Wollard’s (2010) definition “an individual employee’s cognitive, emotional 
and behavioural state directed toward desired organizational outcomes” (p. 103). 
 
Kahn, Shaufeli, Maslach and Saks seem to be the most dominant authors.  Khan and 
Saks, identify three dimensions of engagement, including emotions, cognition and 
behaviour, whereas Shaufeli and Maslach focus on the output, or employees’ energy.  
 
Construct validity is brought into question given the diverging definitions which 
clearly show that engagement can have different meanings as such this poses 
challenges when making systematic inquiries into this concept (Guest, 2013).  The 
most often used conceptualisation in engagement studies, as it is a well-validated 
approach, is characterised by vigour, dedication and absorption (Bakker, Schaufeli, 
Leiter & Taris, 2008).  Absorption is characterised by being fully engrossed in work 
whereby time passes quickly (May, Gilson & Harter, 2004) and is described by 
Csikszentmihalyi (2000) as flow, a phenomenon describing experiences where 
individuals lose track of time as they are completely engrossed in a particular activity.  
Dedication is characterised by a strong involvement with work by experiencing pride, 
challenge and a sense of significance.  Vigour is characterised by persistence, mental 
resilience and high levels of energy.  These key dimensions influenced the 
development of the ‘Utrecht Work Engagement Scale’ (UWES) (Schaufeli, Salanova, 
Gonzalez-Roma, & Bakker, 2002) that has been used in numerous studies and an 
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influential engagement measure amongst academics.  This study incorporates the 
UWES to enhance validity of findings. 
 
Motivation, referred to as a complex disjunctive concept (Bruner, Goodnow, & Austin, 
1977) consisting of two alternatives or contrasting perspectives, could be seen as an 
incremental drive to achieve compared to drive needed to maintain the status quo, or 
a drive to avoid or prevent an unfavourable situation.  To reduce threats to the 
reliability of data collected, the definition of motivation used for this study was “the 
will to achieve” (Bedeian, 1993, p.675) avoiding any reference to the reasons behind 
the will to achieve which would have created different characteristics and different 
meanings for different individuals. 
 
Differences exist between each definition: Higgins viewing motivation as drive 
created to fulfil something that is perceived to be missing and related to ‘drive theory’ 
(Hull, 1943) associated with deprivation of commodities such as food and water 
needed for survival; Bedeian viewing motivation as drive to achieve something more 
and related to ‘goal theory’ (Nicholls, 1989) associating motivation with a personal 
sense of success and achievement; and Broussard and Garrison (2004) viewing 
motivation as having a choice as to whether effort is exerted or not. 
 
Irrespective of these differences, a common characteristic was expressed or implied 
within these three definitions which relate to the psychological process which 
influences the decision to take action to achieve something. 
 
Although Deci and Ryan (1985) do not provide a definition of motivation, they appear 
to be the most dominant contemporary researchers relating to this concept.  
Introducing the self-determination theory, they identify autonomy, mastery and 
relatedness as the three innate drivers of effort; as such these were included as items 
in the survey questionnaire to explore relationships with other concept characteristics. 
 
The definition of resilience used for this study was “the phenomenon of overcoming 
stress or adversity” (Rutter, 1999, p.119) (adversity is interpreted as a negative, 
difficult, stressful or disliked situation).  To enhance reliability and minimise different 
ways of interpretation, this definition excluded the use of more emotive phrases such 
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as ‘adjust easily’, ‘dynamic adaptability’ or ‘positive adaption’ to minimise bias and 
avoid respondents answering questions more positively or more negatively. 
 
A common theme expressed or implied in definitions of resilience refers to the ability 
to adapt to change or to an adverse situation, however, differences are also shown.  
Rutter (1999) and Russell Consulting (2012) focus on recovery from, or overcoming 
adversity whereas Luthar et. al (2000) and Masten, Best and Garmezy (1990) provide 
more of an incremental meaning of resilience which extends to adaptability and 
transformation, a stage beyond recovery.   Furthermore, Business in the Community 
(2011) make reference to the ability of an individual to not only cope with their own 
emotions during times of change and stress, but to be able to recognise the potential 
impact emotions can have on a given situation.     It seems that definitions of resilience 
have different meanings dependent upon the context within which they are used 
(Baggio, Brown, & Hellebrandt, 2015), as such the absence of a common definition 
within a certain field is problematic for research and new knowledge. 
  
Bonanno, who describes resilience as trajectory of functioning healthily following 
adversity, and Masten, who refers to a dynamic system of adaptability, appear to be 
the most dominant in this field.    Certain characteristics relating to resilience were 
included in the survey questionnaire to be able to explore relationships with other 
concept characteristics. 
 
The definition of leadership used for this study was “a relationship through which one 
person influences the behaviour of others” Mullins (1999, p.253).  This definition was 
broad enough to apply to all roles across the institution, avoiding specific references 
to, for example attainment of goals, as this was likely to increase misinterpretation and 
therefore reduce reliability. 
 
Leadership, described by Burns (1978, p.2) as being “… one of the most observed and 
least understood phenomena on earth …”, and by Luthans (2005) as an unexplainable 
concept or ‘black box’ is consistent with Stogdill (1974) who found that no integrated 
understanding of leadership existed.  In conclusion, this highly valued very complex 
phenomenon (Northouse, 2001) has no unique and definitive definition which appears 
to be generally accepted. 
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Differences amongst these definitions show that some definitions are concerned with 
a process of some kind and goal achievement and others place an emphasis on 
communication and the process being interpersonal.  Effectiveness and implying a set 
of skills to be effective are more obvious in other definitions. To add to the complexity 
Bennis and Goldsmith (1994) described by Nirenberg (2001) view leadership in terms 
of what they do, such as acting with integrity, creating a vision, interpreting reality and 
as a social function or interaction between leader and follower necessary for the 
achievement of objectives.   In contrast Rowden (2000) views leadership in 
behavioural terms which could be classified as 'how' leaders behave when directing 
and coordinating the activities of others, all differing perspectives of leadership adding 
to the general view that there is no single accepted definition. 
 
However, similarities existed from these definitions in that there is a focus on social 
interaction and collaboration between two or more employees; a leader-centric 
dynamic relationship between a leader and follower, implying that the follower is 
subservient within a rank hierarchy.  Wright (2006) concludes that a common word 
used within many leadership definitions is 'influence' and therefore without influence 
leadership does not exist (Northouse, 2010).  In the words of Cialdini (2001) if 
leadership is about influence, it is about "getting things done through others" (p.72), 
which also applies to management.  A distinction is made between leadership and 
management by Maccoby (2000) who describes management as an administrative 
function responsible for managing tasks, and leadership as a relationship between 
followers and leaders which “… energise an organisation” (p.57). 
 
The most dominant author appears to be Bass who introduced transformational 
leadership as the most appropriate for the current business environment as it is 
concerned with improving organisational performance and sustainability.  Charisma, 
inspiration, intellectual stimulation and consideration are identified as aspects of 
effective leadership which create loyalty and devotion to a leader, however are 
determined by the follower.  It seems that Shamir, House and Arthur (1993) disagree 
with this view as they emphasise that the alignment of the followers’ core values and 
self-identity with the task create stronger dedication to the mission.  Making a 
distinction between leadership attributes and behaviours were important to factor into 
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this study to determine whether any leadership characteristics have more or less 
influence on the decision to exert effort and therefore to determine what makes leaders 
effective in a HE setting. 
 
2.3 Data Analysis and Synthesis 
To analyse and synthesise the literature, data was grouped into six categories relating 
to the exertion of effort.   Key themes for each category were then compared to identify 
relationships, patterns, similarities and differences across all four concepts being 
explored in this study. 
 
2.3.1 Organisational Performance 
A wide-ranging body of literature on employee engagement, motivation, resilience and 
leadership has been published in the 20th and 21st century; particularly within the 
context of the work setting and how these concepts relate to individual, team and 
organisational performance.  For example, Harrad, (2006) and Rafferty, Maben, West 
and Robinson, (2005) view engagement as a two-way concept which benefits both 
employee and the organisation’s success.  Some studies (Harter et al, 2002; 
 Saks, 2006; Towers Perrin, 2008) have shown that high levels of employee 
engagement impact positively on productivity, profitability and customer satisfaction. 
For instance, Harter et al. (2006) found that organisations with engagement scores in 
the top quartile were 18% more productive and 12% more profitable when compared 
to organisations in the bottom quartile based on data from a Gallup Survey (2006). 
Likewise, low levels of employee engagement have been linked to a reduction in 
operating income and increased turnover intention, for example research by the 
Corporate Leadership Council (2004) concluded that employers can expect an 87% 
reduction in the probability of employees leaving the organisation where there are high 
levels of engagement.  Less negatively, for instance, lower absence levels, lower 
turnover and lower sabotage (Christian, Garza, & Slaughter, 2011; Podsakoff, 
Whiting, Podsakoff & Blume, 2009) have been found in organisations with higher 
engagement.  These studies are consistent with Czarnowsky (2008) and Hewitt 
Associates LLC (2005, p.1) who indicate that they “… have established a conclusive, 
compelling relationship between engagement and profitability through higher 
productivity, sales, customer satisfaction, and employee retention”. This conclusive 
relationship is also supported by Aon Hewitt (2012) whose work found customer 
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loyalty 24% higher for organisations with improved employee engagement compared 
to organisations with declining levels of employee engagement. 
 
Employee engagement also positively influences creativity (Hakanen, Perhoniemi, & 
Toppinen-Tanner, 2008), which has been shown to increase productivity (Gallup, 
2006), and attendance levels which have shown up to 50% reduction in absence levels 
(Aon Hewitt, 2012).  Organisations with higher levels of engagement have also been 
shown to have fewer accidents and a more positive impact on physical health and lower 
employee turnover, in some cases up to 40% lower (Gallup, 2006).  Equally, positive 
relationships have been found between engagement and physical and psychological 
well-being (Crabtree, 2005; Alfes et al., 2010). Additionally, fewer employees have 
reported high levels of job related stress amongst ‘high engagement’ companies 
compared to ‘low engagement’ companies (Aon Hewitt, 2012).  In economic terms the 
cost of lost productivity due to disengaged employees has been estimated to range from 
$263 billion per year (German economy) (Meere, 2005) and could exceed $1 trillion 
per year (US economy) when the cost of absence, injury and turnover are added (Rath 
& Clifton, 2004). 
 
The link between employee engagement and organisational performance cannot be 
ignored given that only 27% of UK employees are highly engaged and 8% strongly 
engaged (Alfes et al, 2010). The UK’s ninth ranked position for engagement out of the 
twelve Gross Domestic Product (GDP) ranked economies, is a key contributor to 
productivity ranking (Kenexa, 2009); productivity in the UK in 2011 was 20% lower 
than the rest of the G7 countries (Rayton, Dodge, & D'Analeze, 2012). 
 
Kenexa (2009) predict a £25.8bn increase in GDP within the UK should organisations 
increase with engagement levels to the middle of the top quartile, a significant shift 
from the current position.  This prediction agrees with findings from Hay Group (2012) 
research which shows that expected performance levels are 10% more likely to be 
exceeded by colleagues who are highly engaged (Royal & Yoon, 2009).  Similarly, 
Devadass, (2011) maintains that an organisation’s success is dependent upon an 
employee’s performance, a prerequisite of an employee’s performance being 
dependent upon ability and motivation.  
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King, Newman and Luthans (2016, p.782) believe that “… resilience, has emerged as 
a key, strategically important organisational behaviour for success, growth, and even 
survival.”    
Equally, according to Michael (2010), effective leadership is a key component in 
relation to organisational success, and neglecting it will cause organisational 
performance to proportionately suffer (Maritz, 1995; Ristow, Amos & Staude, 1999).  
In the same way McGrath and MacMillan (2000) and Sun (2002) make reference to a 
positive correlation between leadership styles, leadership performance and 
organisational success, suggesting that certain styles are more effective than others. 
Engagement, motivation, resilience and leadership all seem to be key components for 
any organisation in terms of survival and sustainability, especially during times of 
austerity, uncertainty and increased competition. 
 
2.3.2 Concept Characteristics 
A review of concept characteristics reveals common themes amongst employee 
engagement, motivation, resilience and leadership, in that they all appear to 
be dynamic continuums of complexity and interrelatedness. 
  
Employee engagement which is considered to be a work-related mood, creating a sense 
of energy and enthusiasm (Schaufeli & Slanova, 2007), is described as a complex and 
multidimensional construct (Law, Wong & Mobley, 1998) characterised as having a 
long term emotional connection by the employee to their organisation, creating high 
levels of enthusiasm for their work (Buckingham & Cottman, 
1999). Similarly, Dubinsky and Yammarino (1985) posit that a highly motivated 
employee can choose not to exert discretionary effort; as such they view employee 
engagement as the mediator between the amount of effort exerted and motivational 
levels.  Campbell, McCloy, Oppler, & Sager, (1993) also view engagement as a 
significant antecedent which translates motivation into the exertion of effort, 
whilst concepts such as commitment and satisfaction are insufficient (Kahn, 1990). 
  
Gonzalez-Roma, Schaufeli, Bakker, & Lloret, (2006) describe employee engagement 
as a continuum suggesting that the opposite of engagement is non-engagement or 
disengagement which suggests different types of behaviours, for example, a non-
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engaged employee could be compliant with change and a disengaged employee could 
be resistant and non-compliant to change. Similarly, Giordano (1997) describes 
resilience as maintaining equilibrium and therefore a process of "… a shifting balance 
between vulnerability and resilience …" (p.1032) which implies the ability to develop 
resilience and reduce vulnerability which are seen as opposite ends of a continuum 
(Rutter, 1985).  Jacelon (1997), Flach (1988), Rutter (1985), and Tusaie and Dyer 
(2004), expand on this view describing resilience as a system, a cycle, a process, and 
a continuum; thus implying that resilience is more of a multidimensional 
concept compared to a linear concept.  In the same way motivation is described by 
Cummings and Schwab (1973) as a dynamic concept which determines how 
capabilities are employed in an activity, suggesting that capabilities are either 
employed at one end of a continuum, or not employed at the other.  Likewise, 
leadership theories appear to have two classifications, traditional approaches (trait, 
behavioural and contingency) and new approaches (transactional and 
transformational).  Traditional approaches describe the association between the leader 
and subordinate and how the different dimensions of leadership affect this relationship 
(Senior, 1997), and new approaches evolved in response to the changing organisational 
environment, of which there are two views - transactional and transformational (Bass, 
1990). 
 
Considerable debate seems to remain about the fundamental nature of the concept of 
engagement given the many differences of opinion (Albrecht, 2010).  These opinions 
relate to whether engagement is concerned with an employees' attitude or 
psychological or emotional state, and/or to an employees' behaviour and 
performance.  For example, Robinson, Perryman and Hayday (2004) and Sparrow and 
Balain (2010) view engagement as a positive attitude, which has an outer or output 
focus, and Saks (2006) as a psychological state, which has an inner focus.   In contrast 
Kahn (1990) views engagement as a delicate balance of both attitudes and 
traits, viewing engagement at an individual level, introducing the term 'personal 
engagement', thus proposing that personal engagement is the extent to which 
individuals invest emotional, physical and cognitive effort into their performance at 
work.  The extent to which individuals are able to be their authentic selves appears to 
be the vehicle by which they engage or disengage with the organisation which is when 
"people bring in or leave out their personal selves during work-role performances" 
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(p.702).  Likewise, Macey, Schneider, Barbera, & Young (2009) suggest that 
engagement has both an inner focus, or psychic energy, and outer focus, or behavioural 
energy, with the former influencing the latter. 
  
In an attempt to be clear about what type of engagement researchers and practitioners 
refer to, Macey & Schneider (2008a) identify three facets of employee engagement, 
psychological state engagement, trait engagement and behavioural 
engagement.  Psychological trait engagement, positioned as a precursor of 
psychological state engagement, relates to how an individual views their world, a 
positive outlook suggests that they experience work in a positive way and therefore 
displaying extra effort; a negative outlook therefore implying less 
effort.  Psychological state engagement, a precursor of behavioural engagement, 
is viewed by Macey and Schneider (2008a) as an emotional state which can manifest 
as negative or positive feelings.  Being emotionally absent and defensive is associated 
by Kahn (1990) as promoting a lack of connectedness, a characteristic of disengaged 
individuals.  Similarly, Erickson (2005) views engagement as being emotionally 
attached to an organisation which goes "... above and beyond simple satisfaction with 
the employment arrangement …” and is about “… the willingness to invest oneself 
and expend one's discretionary effort to help the employer succeed" (p.14).   These 
feelings influence behaviour, described as behavioural engagement, which could be 
described as an outcome variable, relates to observable behaviour within the context 
of the workplace relating to adaptive and innovative performance (Macey & 
Schneider, 2008a) implying something special or extra.   This something extra, which 
could be time, energy or brainpower has been described as "discretionary effort" 
(Towers-Perrin, 2003; Rowland, 2013), and "giving it their all" (Bernthal, 2004) both 
of which imply the measurement of extra effort which doesn't appear to be a clearly 
defined construct. 
 
Differing views exist in relation to whether or not discretionary effort can be observed 
due to extra effort being psychological and/or physical.  Lloyd (2008) suggests that 
discretionary effort cannot be observed as "some behaviour, such as cognitive acts 
solving a problem or effort [such as discretionary effort], can only be observed as a 
result of these behaviours” (p.23).  Interestingly, research conducted by the 
International Data Group (IDG) (cited by Kruse, 2013) doesn't seem to be concerned 
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about whether effort can be observed or not, as they focus on psychological state 
engagement; findings showed that 53% of engagement feelings are assigned to 
external factors, and 47% assigned to internal factors.   Both internal and external 
factors therefore need to be considered in relation to facilitating high levels of 
employee engagement and improved organisational performance. 
 
In summary, literature relating to the characteristics of these four concepts can be 
categorised by their internal and external characteristics; the former relating to 
attitudinal and emotional elements, the latter relating to behavioural elements. 
 
2.3.3 Internal factors assigned to the exertion of effort 
Antecedents, pre-existing personality characteristics, mind-set and thinking styles 
were identified from the literature for all four concepts. 
 
Research literature relating to engagement identifies a number of antecedent variables 
(Harter, Schmidt, & Keyes, 2003; Resick, Baltes & Shantz, 2007; Rhoades, 
Eisenberger & Armeli, 2001) which show that drivers of engagement cannot be 
considered in isolation.  Saks (2006) describes antecedent variables as conditions that 
influence behaviour, for example, a variable which indirectly affects an employee’s 
engagement could be family values and work ethic, in particular the belief that you 
should always work hard and do your best.  It is suggested, from the limited studies 
investigating antecedents of engagement (Saks, 2006), that job characteristics and 
workplace climate are key variables which influence attitude, and in turn affect 
performance (Verquer, Beehr & Wagner, 2003).  Antecedents include: 
 
Antecedents of Engagement Author 
Job fit, the degree to which an individual's values 
and personality fit with their job, shown to enhance 
a sense of belonging; 
Resick et al., (2007) Kristof-
Brown, Zimmerman, & 
Johnson (2005) Verquer et 
al., (2003) 
Affective commitment, described as the emotional 
commitment to the job and/or organisation; 
Rhoades et al., (2001) 
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Psychological climate, described as the perception 
of the organisations commitment to employee well-
being. 
Brown and Leigh, (1996) 
 
Job fit, an individual’s perception, which influences many important organisational 
outcomes, including productivity (Resick et al., 2007), appears to consist of a number 
of elements including: involvement in meaningful work (Cartwright & Holmes, 2006); 
fit with task demands (Resick et al., 2007); and the provision of cognitive stimulus 
directed towards organisational goals (Hoffman & Woehr, 2006).  In addition, good 
job fit has been found to create safe work environments both psychologically and 
emotionally (May et al., 2004) which have been hypothesised positively with 
employee engagement (Kahn, 1990;1992). 
 
Affective commitment, which has been described as an emotional attachment to an 
organisation, has been considered to have a strong relationship with employee 
engagement (Robinson, Perryman & Hayday, 2004) and productivity (Allen & Meyer, 
1990).  Antecedent variables such as job fit was found to be significantly related to 
affective commitment (Rhoades et al. (2001) which directly relates to elements of 
Kahn's (1990) concept of engagement, which identifies three important constructs: 
meaningfulness, a sense of accomplishment at work; safety, the ability for individuals 
to be their authentic selves, knowing what is expected of them and how this relates to 
the organisational environment; and availability, having the necessary psychological, 
emotional and physical resources to do their job.   An individual’s interpretation of 
their work, affecting employee attitudes, effort and organisational commitment (O'Neil 
and Arendt, 2008), has implications for organisational performance (Brown & Leigh, 
1996; Kahn, 1990; Pfeffer, 1998).  Similarly, the ability to regulate negative emotions 
and find positive meaning from adverse experiences contribute to personal resilience 
(Tugade & Fredrickson, 2004) and implies that positive emotions are important 
(Bright, 1997) suggesting that the development of personal resources or psychological 
tools can help build resilience.  Bright (1997) associates the strengthening of resilience 
with factors such as self-care, autonomy, emotional awareness and empowerment and 
Giordano (1997) and McGee (2006) promote self-development.  Bonanno, Wortman, 
Lehman, Tweed, Haring, Sonnega, Carr and Nesse, (2002) associate laughter, self-
enhancement and positive emotions with resilience building along with repressive 
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coping which suggests the ability to interpret data through positive and negative filters, 
however it is what is done with this intelligent data that influences levels of resilience 
and subsequent attitude and behaviour. 
 
Macey and Schneider (2008a) emphasise the importance of exploring trait engagement 
characteristics and the alignment of personal and organisational values when making 
recruitment and selection decisions as this fit has been shown to be an antecedent of 
employee engagement (Resick et al., 2007). 
 
Manion (2005) summarises five types of intrinsic motivators: Healthy relationships - 
the ability for employees to establish a sense of connection with others; Meaningful 
work - the feeling of being able to make a difference to people's lives or sense of 
purpose; Competence - the support and encouragement for employees to perform 
beyond expected standards; Choice - the ability for an employee to share in the 
decision making, problem solving and goal setting; and Progress - the ability to make 
headway towards the achievement of assigned tasks and celebrate key milestones. 
Deci and Ryan (1985), present a model known as ‘The Self-Determination Theory’ 
and conclude that humans have three innate psychological needs, autonomy, mastery 
and relatedness, all of which create drive.  Baard, Deci and Ryan (2004) found that 
greater job satisfaction and higher performance on the job was achieved amongst 
employees whose managers offered ‘autonomy support’.  This is supported by research 
carried out in a HEI (Shyji & Santhiyavalli, 2014) which showed higher levels of job 
satisfaction amongst teaching staff where a free-rein leadership style was applied.  The 
achievement of mastery of optimal moments is described by Csikszentmihalyi (2000) 
as being ‘in flow’ or ‘the highest most satisfying experiences in people’s lives’ (Pink, 
2011), a necessary condition for people to do great work.  In practical terms a person 
is in flow when the task and abilities are perfectly matched, the challenge not being 
too difficult whilst stretching the body and mind one or two steps beyond current 
abilities.   Relatedness, or having a sense of purpose or meaning is the third innate 
psychological need which creates drive.  This view corroborates research conducted 
by Niemiec, Ryan and Deci (2009) which showed that higher levels of satisfaction and 
‘well-being’ existed for those who had achieved ‘purpose goals’.  Similarly, Latham 
(2003) argues that individuals perform better or are more motivated when they 
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perceive they have the ability to attain accepted goals, albeit difficult goals, compared 
to individuals without goals. The setting of own goals has been found to create higher 
commitment (Locke, 1996) even though the goals may not have been as high as 
another person would set.  However, participative goal setting does not consistently 
result in higher intrinsic motivation when compared to goals assigned or imposed by 
others (Locke & Latham, 1990). 
 
With respect to motivation, researchers often make a distinction between intrinsic 
motivation and extrinsic motivation.  Intrinsic motivation is associated with curiosity 
driven behaviours built upon the innate human readiness to explore, play and learn, 
whereas extrinsic motivation, if-then driven behaviours, are associated with external 
rewards such as pay, tangible rewards or praise, and intangible rewards (Ryan & Deci, 
2000).  Due to the complex nature of motivation however, the two types of motivation 
cannot easily be distinguished given the interrelatedness of the external work 
environment with intrinsic psychological needs.   
 
Attributes of motivation, which relate to success or failure, have been associated with 
Rotter's (1966) Locus of Control which sought to understand people's control beliefs 
providing two different perspectives on how people view their world.  One perspective 
is that an individual’s destiny is within their control, described as having an internal 
locus of control or internality, the second perspective is that individual’s destiny is 
outside of their control, described as having an external locus of control or externality.   
The concept of Locus of Control looks at how people assign causality of success or 
failure; an individual with internality will attribute success or failure to their own 
efforts and ability, whereas an individual with externality will attribute success or 
failure to chance or luck.  Research shows that implications for externality are negative 
in terms of poor achievement, feelings of helplessness and decreased self-control 
(Twenge, Zhang & Im, 2004).  Rotter (1966) believes that our locus of control is 
learned and therefore our social environment is likely to influence locus of control 
orientation.  Lefcourt (1982) describes negative events such as wars, natural disasters 
and stock market crashes as breeding grounds for externality.  It is plausible to 
conclude therefore that the work environment can be influential on an individual's 
internality or externality.   
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It is suggested however, that intrinsic motivation is ranked higher than extrinsic 
motivation in terms of work performance (Kovach, 1987, Harpaz, 1990, & Lindner, 
1998); this can only be said for the more developed countries where basic 
physiological needs are met, and not for less developed countries.  Much research has 
explored the extent to which extrinsic rewards undermine intrinsic motivation 
(Koestner, Ryan, Bernieri, & Holt, 1984; Reeve & Deci, 1996), and the extent to which 
intrinsic motivation is enhanced (Zuckerman, Porac, Lathin, Smith, & Deci, 1978).  
Similarly, personal resilience appears to have two major elements, physiological and 
psychological (Tusaie & Dyer, 2004), physiological resilience relating to the body's 
ability to maintain homeostasis or maintaining a stable equilibrium (Rabkin, Remien, 
Katoff, & Williams, 1993) and psychological resilience having the mental capacity to 
move away from negative or adverse experiences (Tugade & Fredrickson, 2004).  
Jacelon (1997) suggests that a combination of both elements create the ability to be 
resilient. 
 
Since the 1980s social and management research has focused on the psychological 
element of resilience, its positive qualities and strengths (Gore & Eckenrode, 1994; 
Henderson & Milstein, 2003), and to underlying protective processes which may 
contribute to positive outcomes (Luthar et al., 2000).   Characteristics or traits are listed 
as qualities such as problem-solving, self-confidence, resourcefulness and self-
discipline (Giordano, 1997) which set out to define the underlying elements that 
influence personal resilience.  Bright (1997) cites optimism as an aspect of maintaining 
a positive outlook, which could also be described as an underlying influencing 
element. Tugade and Fredrickson (2004) describe resilient people as those who are 
able to see positive aspects when experiencing adversity.  These underlying elements 
are described by Fredrickson (2004) as a subset of positive emotions which serve to 
build a range of personal resources including psychological, social, physical and 
intellectual which fuel psychological resilience.   
 
Saavedra (2003) describes a resilient person as someone who has a sense of hope when 
facing difficulties and sees problems as they are, has a positive sense of self, is able to 
draw meaning from stressful situations, develops initiative and sets attainable goals is 
able to establish constructive social relationships.  In addition, resilient people have 
been recognised as having attributes of 'hardiness' which consists of three dimensions: 
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having a sense of control over situations; being open to change; and having a feeling 
of involvement in whatever they are doing (Garfield, 1986).  Bonanno (2004, p.25) 
describes hardiness as “… being committed to finding meaningful purpose in life, the 
belief that one can influence one’s surroundings and the outcome of events, and the 
belief that one can learn and grow from both positive and negative life experiences”. 
One of the robust predictors of resilience has been described as self-efficacy (Rutter, 
1990) defined as "an individual's confidence in his or her ability to organise and 
execute a given course of action to solve a problem or accomplish a task" (Eccles & 
Wigfield, 2002, p.110), which is believed to be the major determinant of effort, 
persistence and goal setting (Bandura, 1982).   Persistence in the face of adversity is 
thought to be influenced by self-efficacy (Gibson & Dembo, 1984).  This view is 
supported by Bandura (2000) who argues that “among the mechanisms of self-
influence, none is more focal or pervading than belief of personal efficacy” (p.120); 
the development of self-efficacy interacts consistently with the growth of resilient 
qualities (Gu & Day, 2007).  Pintrich and DeGroot (1990) also suggest that individuals 
with higher self-efficacy are more motivated and successful. 
Woods (1999) believed that successful adaption is achieved by the sustained 
commitment to professional and moral beliefs and also promotes the development of 
resilient qualities.  However, Werner (1990) warns that problems can develop, even 
for the most resilient, when stressful life events outweigh the protective factors defined 
as “… a combination of abilities and characteristics that interact dynamically to allow 
an individual to bounce back, cope successfully, and function above the norm in spite 
of significant stress or adversity” (Tusaie & Dyer, 2004, p.3).  Implied characteristics 
of this definition include coping, control, competency, adaptability, self-efficacy, a 
sense of humour and belief system (Richardson, 2002; Bonanno, 2004; Gillespie et al., 
2007).  Protective factors also include external factors such as supportive social 
communities and relationships, for example positive parenting (Martinez-Torteya, 
Bogat, von Eye & Levendosky, 2009). 
 
The evolution of Leadership started with the ‘great man’ or trait approach which 
focuses on the physical and psychological traits and personality characteristics of 
leaders, suggesting that great leaders with these innate qualities are born (Bernard, 
1926); implying leaders cannot be developed, a view which appears to have existed 
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for over 2000 years. Defining characteristics such as courage and broadness of vision 
of great leaders over these early years have been distilled into mental qualities such as 
intelligence and charisma, (Haslam, Reicher & Platow, 2011) the latter receiving the 
most exploration to understand what distinguishes great leaders from the crowd. 
Generally, charismatic leadership theories have been described by the way in which 
followers attribute extraordinary traits to their leader (Weber, 1947) however House 
(1976) and Shamir et al. (1993) view charismatic leadership in terms of how leaders 
influence their follower’s attitude and motivation irrespective of whether or not they 
attribute extraordinary traits to their leader.  Further widespread confusion is created 
by Conger and Kanungo (1998) who propose that extraordinary attributes are 
determined jointly by characteristics of the follower, leader and situation; the primary 
process early on in the relationship being 'personal identification' creating loyalty and 
passionate devotion to an attractive leader by followers whose desire is to be like their 
leader to gain acceptance and approval.  This underlying influencing process seems to 
revert back to Weber's view (1947) that extraordinary attributes are determined by the 
follower.  However, Shamir et al. (1993) emphasise the greater importance of 
'internalisation', where the followers core values and self-identity are aligned with task 
objectives creating stronger dedication to the mission than loyalty to their leader, and 
'collective identification' compared to 'personal identification'.  An understanding of 
which process is most influential may be key to understanding leadership effectiveness 
(Howell, 1988; Shamir, 1991).  Bryman (1992) describes charismatic leadership as 
transitory in that charisma can be gained and lost for a number of reasons including 
obvious failure or the arrival of more credible leaders, however a more detailed 
explanation of how charisma is gained, maintained and lost is absent from empirical 
research currently.  
 
Attempts to define 'charisma' have not been without difficulties treating it sometimes 
as attributes of leaders and sometimes as attributes to leaders (Iordachi, 2004).  Conger 
& Kanungo (1998) argue that charismatic leaders are determined as a result of the 
follower’s perceptions, in particular when leaders achieve radical effective change 
confidently and innovatively. Yukl (2002) points out that even though charismatic 
leaders are tremendously influential, they have the ability to create organisational 
uncertainty and instability, attributes described as a ‘dark side’ to charismatic 
leadership (Conger, 1990; House & Howell, 1992).  For example, it is not always 
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desirable for charismatic leaders to occupy important positions in public or private 
sector organisations as this implies a radical change in direction and culture and 
potential misuse of power creating polarisation of followers into supporters and 
opponents leading to gridlock in the face of a crisis (Bryman, 1992; Sankowsky, 1995; 
Trice & Beyer, 1993). 
Even though distinctions are made between internal and external elements relating to 
these four concepts, studies show that both are inter-reliant, as such sometimes difficult 
to separate.  The debate then is whether these internal and external elements can be 
developed to enhance individuals’ effort and effectiveness. 
 
2.3.4 External factors assigned to the exertion of effort 
An understanding of the decision making process by employees could identify criteria 
previously not considered by leaders in terms of creating the right environment to 
maintain sustainable levels of engagement.  Voluntary Discretionary Effort (VDE) 
appears to be the same concept since research concluded in the 1980s defined 
Organisational Citizenship Behaviour (OCB) as “individual behaviour that is 
discretionary, not directly or explicitly recognised by the formal reward system, and 
that in aggregate promotes the effective functioning of the organisation” (Organ, 1997, 
p.86). 
 
The emergence of 'locus of engagement' (Miller, 2011) challenges what it is exactly 
that employees are engaged with.  Moreover, the literature mentions a variety of loci, 
loci being defined as “… that particular location in which engagement exists for a 
person while at work” (Gourlay, S.,   Alfes, K.,  Bull, E.,  Narendran, S., Petrov, G. 
and Shantz, A.   (2011) p.25), which can be interpreted differently at different times.  
It seems therefore that a number of levels with which employees can be engaged exist, 
including ".... the organisation as a whole, with line managers, with the work team, 
with the job role, the profession, customers, career and self-development, and with 
service users" (Gourlay et al., 2011, p.10).   Differing views appear to exist as to 
whether employees have a specific focus on any particular aspect of their employment.  
Macey and Schneider (2008a, p.78) suggest that engagement can have "individual, 
team, and organizational referents". In the same way, Saks (2006) describes a 
multidimensional approach to engagement and differentiates between ‘organisational 
engagement’ and ‘job engagement’ suggesting that employees can be engaged with a 
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number of loci.   In contrast Schaufeli and Bakker (2004b, pp.4-5) believe that 
engagement "... is not focused on any particular object, event, individual, or 
behaviour". Alfes et al. (2010) and Truss, Soane, Edwards, Wisdom, Croll & Burnett 
(2006) however identify work as the locus of engagement, whereas Bakker, Albrecht 
and Leiter (2011) and Blader and Tyler (2009) identify group or team as an important 
locus of engagement, and Markos and Sridevi (2010) and Kahn (2005) identify the 
organisation as an important locus of engagement.  External loci have also been 
identified including the organisations customers, (Miller, 2011), Rothbard (2001) 
identified family as an external locus of engagement.  Some researchers seem to 
suggest that employees focus on more than one locus at a time (Saks, 2006; Rothbard, 
2001); Rothbard in particular notes that engagement with multiple loci can be 
enriching or depleting; and others envisage engagement with one locus at a time (Alfes 
et al, 2010). 
The multi-faceted, broad and complex concept of engagement presents many 
challenges for researchers and practitioners in relation to the identification of its 
drivers to enable organisational success.  The effort an employee decides to apply can 
only be determined by an individual and is dependent upon how they view the 
employment relationship within the context of personal meaning, defined as "making 
sense, order or coherence out of one's existence" and "having a purpose and striving 
towards a goal or goals" (Reker, Peacock & Wong, 1987, p.44).  External Drivers or 
Loci of Engagement include: 
 
External Drivers Authors 
Work variety, challenge and autonomy; managers 
who are fair, clear and recognise superior behaviour; 
perceived organisational support; and trust 
 
Macey and Schneider 
(2008a) 
The fit with personal values and organisational values, 
and suggest that it isn't the environment or individual 
attributes that determine engagement 
 
Bono and Judge (2003) 
Positive leadership and certain leader behaviour and 
practices  
Right Management (2010) 
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Supervisory support results in increased job 
satisfaction, commitment to the organisation and 
increased performance 
 
Eisenberger, Stinglhamer,  
Vandenberghe, Sucharski, 
and Rhoades (2002) 
External Drivers Authors 
The behaviours of managers is a crucial factor linking 
employee engagement and employee performance 
(Alfes, Truss, Soane, Rees 
& Gatenby, 2013; 
Bezuidenhout & Schultz, 
2013; and Gallup, 2013) 
Three kinds of job resources were found by which 
included social support, feedback about performance 
and supervisory coaching.  
 
Schaufeli and Bakker 
(2004a) 
Other job resources such as information, job control, 
learning opportunities and supervisory support 
(Hakanen, Bakker & 
Schaufeli, 2006; Llorens, 
Schaufeli, Bakker & 
Salanova, 2007).   
Opportunities for personal and professional 
development, whether this be through coaching, 
training or job stretch, and opportunities to share ideas 
and input to decision-making.  Other key drivers relate 
to senior leadership communications and visibility, 
good quality line management with the ability to 
create and communicate a clear vision of the future 
and a clear line of sight between the vision and how 
individuals contribute.  Ethical treatment of 
individuals where respect and fairness are prevalent 
also seem to be important, demonstrating care and 
concern for employee well-being.  Organisational 
integrity is also an important factor, in particular, 
policies are not espoused policies and leaders do what 
they say they are going to do.  
Robinson et al, (2004); 
Robinson and Hayday, 
(2009); Macleod and 
Clarke (2009) and 
Mitchell, Anderson, Hill, 
Mackrell, and Sutton 
(2010) 
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Research led by Dr Rotolo identified six drivers which 
influence discretionary effort: autonomy and 
empowerment; consideration of the individual; self-
sacrificial leadership; fairness and equity; identifying 
with your team; and trust. 
(Woods & Coomber, 2013) 
Many factors are at play with respect to drivers of engagement as shown in Aon 
Hewitt’s (www.aonhewitt.com, 2015, p.1) findings which identified 23 inter-related 
potential Engagement Drivers as shown in Appendix 2.  This research conducted in 
2010 shows that the top three global engagement drivers are career opportunities, 
brand alignment and recognition followed by people/HR practices and organisational 
reputation.  Pay was identified as the fifth engagement driver for Asia-Pacific, Europe, 
and North America, however studies have shown that formal reward systems may not 
convert or persuade people to believe in what they are doing, however may lead people 
to comply (Lippitt & White, 1953) and in some cases make people do the opposite of 
what is wanted by the influencer (Turner, 2005). In contrast, research conducted by 
Thomas (2009) shows that intrinsic rewards have more importance than extrinsic 
rewards once employees are settled in their roles.  Four intrinsic rewards were 
associated with engaged employees: sense of meaningfulness; sense of choice; sense 
of competence; and sense of progress.   Kruse and Karsan (2011) recognise that there 
are numerous drivers of engagement, however they assert that the majority of 
engagement is primarily influenced by four drivers: two-way communication; growth 
and development; recognition and appreciation; and trust and confidence. 
 
Perceived Organisational Support (POS) relates to the employee's perception of the 
amount of voluntary or discretionary support the organisation is providing.  For 
instance, the provision of help to solve a problem, is concerned about their well-being 
and not taking advantage of them (Rhoades & Eisenberger, 2002); the fulfilment of 
any legal, contractual or other obligation that an organisation has to do is not perceived 
as supportive.  Discretionary support is generally perceived as 'fairness' (Kroth, 2007), 
which is "... the most effective way to develop employee POS..." (p.11); supervisory 
support, work environment and rewards are also cited by Kroth as facilitators of POS.  
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The role of a manager in creating a positive workplace climate is therefore a critical 
factor and has been highlighted as the most influential variable on workplace attitudes 
and behaviours (O'Neil & Arendt, 2008; Czarnowsky, 2008; Fleming & Asplund, 
2007; Wagner & Harter, 2006; Harter et al., 2003; May et al., 2004).  However, the 
focus of effort for managers seems to have been unclear in the absence of 
understanding what it is employees are engaged with, referred to as the ‘locus of 
engagement’ (Miller, 2011). Further complications arise as Manion (2005) emphasises 
the fact that employee motivation is even more challenging for managers when an 
unsatisfied need is not job-related and therefore energies are focused elsewhere. 
 
Peter Cheese (Robinson & Gifford, 2014) argues that “… engagement is not, as is 
often implied, something that managers or organisations ‘do’ to their people; rather, it 
is a mental, emotional and physical state and something that employees give. Even 
though managers and leaders cannot directly control the engagement of others, how 
they behave, the work environment they create, the support and encouragement they 
give to their teams, and the trust they engender are clearly all critical” (p.7).  Similarly, 
Kroth (2007) presents a heuristic workplace motivational model for leaders which 
aims to challenge the breadth and depth of thinking about motivating others.  This 
heuristic model brings together a number of motivational concepts and comprises 
seven elements leaders need to adhere to in order to create a work environment which 
is highly motivational: "care, understand, design intrinsically motivating assignments, 
craft extrinsically motivating work, set motivating goals, support goal pursuit, and 
manage expectancies" (p.24). 
 
Leadership studies have evolved over many years with early studies primarily being 
concerned with heroic leaders who were looked upon as role models (Bass, 1998; 
Conger, 1989 & Sashkin, 1988) being recognised for their bravery and power.  
Thereafter, leadership research looked for associations between leadership 
effectiveness and individual traits such as personality.  An important review of 
leadership literature conducted by Ralph Stogdill in 1948 concluded that there were 
no explanations for the relationship between effective leadership and characteristics as 
there were no consistent traits across a variety of situations; Richard Mann (1959) 
reinforced Stogdill’s conclusions.  Studies which focused on individual leadership 
traits or characteristics were flawed as effective leadership cannot be determined in 
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isolation; effective leadership is part of an organisation’s culture and practices 
(O’Toole, 2008).   
 
Leadership research thereafter shifted from traits to behaviours as researchers began to 
study leadership in action by including the work environment and interactions between 
leaders and followers (Riggio, Ciulla & Sorenson, 2003) to identify behaviour 
associated with effective and ineffective leaders.  The behavioural approach essentially 
determined that leadership is composed of two kinds of behaviours, relationship 
behaviours and task behaviours (Northouse, 2001) 
 which attempted to explain how these styles influenced followers to reach a goal.  A 
number of behavioural models emerged including the Theory of Lewin, Lippit and 
White (1939); McGregor’s Theory (1960); Blake and Mouton’s Managerial Grid 
(1964) and the Ohio State University of Michigan Models (Bass, 1990).  Unlike trait 
theories, behaviours which can be seen were related to the function of a leader and a 
belief that effective behaviours can be learned emerged (Robbins, 1996). 
 
Contingency or situational theories gained prominence during the 1960s and 1970s 
and emphasised the importance of a situation which suggests that different leadership 
styles, functions and qualities are required in different situations to be effective 
(Gerber, Nel & Van Dyk, 1996).  The main contingency theories include House’s Path-
Goal theory (1971) suggesting that leader behaviour should facilitate an easier path for 
goal attainment for the subordinate.  Hersey and Blanchard’s (1977) situational 
leadership theory suggests that the choice of leadership style is influenced by the 
willingness and the ability of the subordinate to take responsibility for the tasks 
expected of them which is dependent upon subordinate maturity or depth of skills, 
knowledge and experience.  Bass and Avolio (1994; 1997) present a Full Range 
Leadership approach, shown in Appendix 3 which describes the utilisation of a wide 
range of behaviours and their effectiveness. Similarly, the practice of combining 
directive and participative leadership styles, contingent upon the environment, known 
as the loose-tight leadership model (Peters & Waterman, 1982) suggests a dynamic 
model which is motivational and supportive of the organisation’s performance (Sagie, 
Zaidman, Amichai-Hamburger, Te’eni & Schwartz, 2002; Somech, 2005).  In 
addition, Fiedler’s (1967) contingency theory suggests that ‘favourability’ also 
determines the effectiveness of the leader, the situation being most favourable when 
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followers respect and trust the leader and the leader has control over rewards and 
punishment.   
 
Tannenbaum and Schmidt (1958) suggested that leadership styles vary along a 
continuum ranging from autocratic; persuasive; consultative and democratic and that 
each style is more appropriate to certain situations than others.  Adair (1973) went on 
to develop the action-centred leadership model which simplified the human interaction 
into three elements, Task, Team and Individual, with the leader giving more or less 
emphasis to each of these elements dependent upon the situation.  In effect the 
effectiveness of task-oriented and relationship-oriented leadership was contingent 
upon a number of factors, and therefore no adequate explanation relating to styles, 
situations and leadership effectiveness was provided at this time (Rice, 1978).  Tosi, 
Rizzo and Carroll (1986) stated that these basic approaches did not pay enough 
attention to the needs of the follower and therefore did not consider literature relating 
to motivation. 
 
Similarly, Ristow et al. (1999) believed that a holistic approach to leadership was 
required to address the inherent limitations of previous leadership theories, which is 
consistent with Hellriegel, Jackson, Slocum, Staude, Amos, Klopper, Louw, and 
Oosthuizen (2004) who view leadership as a universal concept not constrained by 
political or cultural boundaries.  There is a view that any individual can be a leader 
and it is just a matter of being in the right place at the right time and a situation 
moderates the requisite skills that most people have and therefore it is the context that 
determines the leader and their behaviour (Haney, Banks & Zimbardo, 1973).  This 
view is shared by a number of researchers (Bennis, 2003; Haslam, 2001; Rost, 2008) 
who see followers as central to leadership and therefore the role followers play in the 
leadership process must not be overlooked.   
 
Drucker (1992, p.14) states that "… leaders who work most effectively, it seems to 
me, never say "I". And that's not because they have trained themselves not to say "I". 
They do not think "I". They think "team". They understand their job to be to make the 
team function ...."  In the same way, Graen and Schiemann (1978) emphasise the 
relationship between leader and subordinates instead of the focus on leadership traits, 
behaviour or situational characteristics.  The focus on factors which determine the 
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quality of the two-way relationship between a leader and subordinate, known as the 
Leader-Member Exchange (LMX) was developed by Graen and colleagues since the 
1970s (Dansereau, Graen & Haga, 1975; Graen & Cashman, 1975).    Higher overall 
job satisfaction, more positive ratings of member performance and stronger 
organisational commitment have been positively associated with a higher quality LMX 
(Dunegan, Duchon & Uhl-Bien, 1992, Scandura & Graen, 1984).   It seems that a high-
quality LMX assimilates to transformational relationship which is based on trust and 
respect, and a low-quality LMX assimilates to transactional relationship based on the 
employment contract (Dienesch & Liden, 1986; Graen & Scandura, 1987; Graen & 
Uhl-Bien, 1995).     Larzelere and Huston (1980) suggest that "dyadic trust would seem 
to be a prerequisite for commitment, with higher levels of trust necessary for higher 
levels of commitment" (p.597).  
 
Morgan (1993) sees leaders as role models for team members' behaviour and 
concludes that "ethical behaviour appears to contribute to credibility as a leader" 
(p.210).  It would be reasonable to conclude that the complex process of good ethical 
decision making is influenced by situational and external factors (Jose & Thibodeaux, 
1999) and interpersonal and organisational influences (Knouse & Giacalone, 1992) are 
key factors which determines the quality of the LMX and whether they are seen as an 
in-group or out-group member. 
 
In contrast servant leadership (Greenleaf, 1970) emphasises the leader’s duty to serve 
and suggests that in order to be effective, leaders must place the needs of the 
community, customer and subordinates ahead of their own needs and interests.  
Characteristics of servant leadership include commitment to the personal, professional 
and spiritual growth of their subordinates, empathy and stewardship.   
Latterly, leadership is viewed through two lenses, transactional, a short-term exchange 
process and transformational, a more holistic longer-term exchange process allowing 
for development and transformation of people (Bass & Avolio, 1990; Meyer & Botha, 
2000).  Transactional leaders rely on organisational rewards and punishments to 
influence employee performance against task completion, as defined by the leader 
(Bass & Alvolio, 2000; Mester, Visser, & Roodt, 2003).  In contrast transformational 
leadership which is characterised by pride and respect (Bass & Avolio, 1990) focuses 
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on a longer term relationship based on mutual trust, setting long term goals and 
fostering the leadership abilities of others.  Transformational leadership is considered 
to be more emotions based compared to transactional leadership (Palmer, Walls, 
Burgess & Stough, 2001) which influences a person’s ability to cope with 
environmental pressures and demands (Martinez, 1997).   
 
Liden, Wayne and Sparrow (2000) pointed out that leaders who provide opportunities 
for decision making, being challenged or stretched, responsibility and meaning and 
having an impact are appreciated.  Employees are expected to act in the best interests 
of the organisation where leaders create an environment of trust, flexibility and 
empowerment.  Higher levels of commitment were found where employees were 
allowed to participate in decision making (Jermier & Berkes, 1979), and when treated 
with consideration (DeCotiis & Summers, 1987).  Credible leaders who impact 
positively on employee retention, engagement, productivity and performance 
demonstrate eight behaviours (Right Management, 2010): 
• Create a culture reflecting values 
with which employees can identify 
• Put strategy to work 
 
• Build trust and show you value 
employees 
• Step up and be accountable 
 
• Implement the organisation’s 
strategy effectively 
• Manage change effectively 
 
• Communicate strategy to 
employees clearly 
• Develop leaders at all levels 
 
 
It seems that leadership theories and models are inadequate as Alvesson (1996, p.458) 
argues that ".... the time has come for a radical rethinking".  
  
Haslam et al. (2011) contend that there must be at least four elements for an adequate 
leadership model: context; power; followers and transformation.  They also suggest 
that effective leadership is "bound up in group processes" (p.45) and therefore there 
needs to be a better understanding of group behaviour and social identity, an 
individual's sense of belonging or meaningful membership of a group (Tajfel, 1972) 
as social influence is central to leadership effectiveness.   
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Shamir et al. (1993) describe how group identity and collective efficacy can be 
influenced by a charismatic leader.  Social identity allows individuals to be effective 
in the world, tells us who we are, what is important in the world, who we can rely on 
and how we should act, all of which we cannot do without (Jetten, Postmes & 
McAuliffe, 2002). 
 
Bennis (1989), identified four effective leadership competencies: management of 
attention '... through a set of intentions or a vision ... in the sense of outcome, goal, or 
direction.' (p.37); management of meaning which describes the ability of leaders to 
create tangible ideas and meaning, making them real which facilitates followers' buy 
in and support to achieve these ideas; management of trust emphasises the importance 
of reliability in that followers know what their leader stands for, even if views conflict, 
remains focused and can be counted on; management of self which describes the 
ability of leaders to learn from their experiences when things don't go well, and being 
aware of one’s own strengths and limitations and their effective deployment. 
 
Raelin (2005) distinguishes between authority, associated with position power and 
leadership, associated with behaviour and processes, and the two are not to be 
confused, the role of a line manager being a ‘leaderful change agent’, valuing 
collective participation and distributing a variety of functions amongst group 
members.  This self-leadership group model fosters self-development (Manz & Sims, 
Jr., 2001) which can produce greater self-efficacy, autonomy and responsibility 
(Cameron & Pierce, 2003). 
 
Arakawa and Greenberg (2007) contends that a supportive manager is the most 
influential with respect to whether employees exert discretionary effort.  Brown and 
Leigh (1996) suggest that where managers are not supportive of employees work, it is 
likely that discretionary effort will decrease. Evidence also suggests that levels of 
engagement and performance could be positively influenced by optimistic leadership 
styles (Arakawa & Greenberg, 2007). 
 
According to Haslam et al. (2011) there are four rules associated with the new 
psychology of leadership, which involves: the leader being seen as one of the team; 
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the leader being in-group champions; the leader being a skilled entrepreneur of 
identity; and the leader being an embedder of identity.  The first rule is to be seen as 
‘one of us’ and ‘fit’ with group norms and values, making the group a distinct and 
meaningful entity.  Adarves-Yorno, Postmes, & Haslam (2006; 2007) support this rule 
as research demonstrated that leaders who are set apart or seen as distant from the 
group are less effective than leaders who are seen as part of the group.  The second 
rule is to be in-group champions, meaning that whatever they do leaders must be seen 
to do it on the basis of collective interest promoting justice and fairness, rather than in 
it for themselves.  Fairness has been identified as the critical characteristic of 
successful leaders (Akerlof & Shiller, 2010) which can establish, maintain or destroy 
the psychological alignment or cohesion for a leader to be influential. More favourable 
attitudes towards organisations and greater group commitment and cooperation were 
found when leaders enhanced respect through the use of fair procedures and practices 
(Tyler & Blader, 2000).  The third rule is to be skilled entrepreneurs of identity 
(Reicher & Hopkins, 2001), the ability to construct identity that manifests itself into 
group values and beliefs.   The fourth rule is to be embedders of identity by creating a 
compelling vision of how the world should be organised and translating this into social 
reality to create a better future - a continuously evolving cycle. 
 
It seems that employees of HEIs have certain expectations of their leaders which 
includes "The maintenance of autonomy; consultation over important decisions; the 
fostering of collegiality (both democratic decision-making and mutual 
cooperativeness); and fighting the department's corner with senior managers and 
through university structures" (Bryman, 2007, p.3).   In addition, Wooldridge (2011, 
p.248) identifies five leadership characteristics which are important to employees 
within HE during times of uncertainty and change: 
Interpretative 
leadership 
An ability to give meaning to their staff in a very complex and 
uncertain environment. 
Confidence 
building 
The capacity to offer reassurance wherever possible without being 
falsely optimistic. 
Providing 
challenge 
To those who may be in demand about the role of culture change 
required whilst giving sufficient support. 
56 
Thesis – Final – February 2018 
 
Developing a 
clear 
intuitional 
narrative 
Acknowledging that it will need to be adapted and developed on a 
regular basis as the future picture of HE unfolds. 
Energising Offering personal leadership that builds up energy and resilience 
in the institution to counter all the forces and individuals in the 
university whose effect is to sap energy 
 
Literature suggests that certain leadership attributes and behaviours are more 
important within the HE sector, for example Rhodes, in Marshall (2007) refers to the 
need for institutions to strengthen their adaptive capacity in response to complex 
changes being seen in this sector.  Thus, emphasises and promotes the characteristics 
of stewardship as fundamental guiding principles underpinning the development and 
implementation of a multi-phased leadership development programme for a newly 
established university and its senior leadership team.  Characteristics of stewardship 
described by Davis, Schoorman and Donaldson (1997) include, being collectivist 
compared to individualist; pro-organisational compared to opportunists; and 
trustworthy compared to self-serving.  Similarly, Kennie (2009) emphasises the 
importance of selflessness, an important attribute underpinning collegiality which is a 
critical factor in terms of faculty success (Shah, 2011).  Likewise, a review of 
publications which focussed on the concept of grace, (Thomas and Rowland, 2013) 
also bring to the fore the importance of being compassionate, kind and generous 
towards others within the context of leadership practice; compassion and kindness 
being integral attributes of grace. 
An investigation by Kok and McDonald (2017) into what leadership and management 
behaviours are associated with high performance within the UK HE sector found that 
more clarity in direction; a collegial departmental culture; high levels of trust in 
departmental heads; and feelings of empowerment and autonomy were associated with 
high-performing departments. Similarly, Upenieks (2003) identified leadership 
attributes and behaviours which were more likely to attract and retain staff within the 
caring profession, and introduces the notion of 'magnetic' and 'non-magnetic' 
leadership.  Positively perceived attributes included passion for the profession and 
credibility; behaviours included being visionary, collegiate and supportive. 
57 
Thesis – Final – February 2018 
 
 
Collinson and Collinson (2009) conclude from their study conducted in the further 
education sector, that a mixture of heroic and post-heroic contradictory yet 
complimentary attributes and behaviours were demonstrated by effective leaders. 
Heroic behaviours including being directive and strategic and post-heroic including 
being collaborative.  Likewise, Goddard and Vallance (2011) argue that leaders within 
the knowledge based sector need to have the abilities to work collaboratively with 
many stakeholders implying a focus on positively contributing to regional 
communities. 
 
Goleman (1995) and Stein and Book (2000) argue that leaders with greater emotional 
intelligence, defined as “the ability to understand and manage both your own emotions, 
and those of the people around you” (France, 2012, p.42), are more effective leaders 
resulting in increased motivation, productivity and increased profits. Goleman (1998) 
suggests that there are five competencies of emotional intelligence which are self-
awareness; self-regulation; self-motivation; social awareness and social skills, which 
appears prima facia to have similarities to early trait theories developed in the 1930s. 
 
Alimo-Metcalfe & Alban-Metcalfe (2006) found that there is a powerful and 
disproportionately influential link between certain kinds of leadership behaviour and 
improved employee engagement and performance.  These findings have been 
reinforced by further research conducted by the CIPD (2011), and that effective 
leadership has a positive influence on the performance of organisations (Maritz, 1995; 
Bass, 1997; Charlton, 2000).  It appears that to be able to effectively navigate the 
changing world of work leaders in any organisation or institution need “…. to re-
examine how they unleash and leverage human potential in an increasingly volatile 
and shifting world” (Manpower Group, 2011, p.1). It can be argued that effective 
leadership positively influences the performance of organisations (Maritz, 1995; Bass, 
1997; Charlton, 2000; Hellriegel et al., 2004) but ultimately it is the efforts and 
achievements of the entire workforce that culminates in the achievement of 
organisational goals, mission and vision. Furthermore, even though leadership remains 
an important factor, there are a number of factors that influence employee performance 
(Macleod & Clarke, 2009). 
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Research conducted by Hay Group (2012) found that the work environment, in 
particular, connecting individuals to the future success of an organisation and a climate 
of recognition and respect associated with development opportunities, is much more 
influential on engagement than pay and benefits.  A positive relationship has been 
identified between five components of the psychological climate including: autonomy; 
pressure; structure; self-expression and trust, and affective commitment (O'Neil and 
Arendt, 2008). Other important determinants of engagement include the employee’s 
perception of whether the organisation treats other colleagues fairly (Colquitt, 2001) 
and the employee’s perception of the organisation’s social responsibility activities 
(Brammer, Rayton & Millington, 2006).  Hamel (2007) and Maccoby (2007) suggest 
that organisations should create a climate for real-time feedback and provide 
opportunities for self-reflection and developing self-awareness. Brown and Leigh 
(1996) appear to suggest a causal relationship between the perceived safety of the work 
environment which impacts on the release of individual resources to achieve desired 
outcomes, ultimately affecting productivity. 
 
Organisational culture has also been related to motivation, and Kanter (1989) proposes 
five sources of motivation: the belief in the importance of work; employee’s ability to 
control their career; reward for successful effort; learning opportunities and the 
opportunity to get and enhance a reputation.  Cultures that create high levels of 
sociability appear to generate high levels of motivation, for example Google 
(Karlgaard, 2005) which provides free social events and excursions in addition to an 
excellent employment package.  However, it is the profound belief in Google’s mission 
by employees that they can make a difference to the world that is the critical factor 
which creates motivation unrivalled at other organisations (Edwards, 2005). 
 
Social Systems of Interrelationships have been cited as positively affecting 
engagement, in particular when individuals have a positive relationship with co-
workers and opportunities to use their skills and abilities (Society for Human Resource 
Management, 2013).   It is the nature of these social settings that can enhance or inhibit 
the capacity to be resilient, along with the strength of our aspirations and beliefs 
(Bernard, 1991; Henderson & Milstein, 2003; Day, Stobart, Sammons & Kington, 
2006).  A study of 300 teachers found that strong personal support resulted in 
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sustaining resilience (Gu et al., 2006).  Equally, Grant, Curtayne and Burton (2009) 
found that workplace support can foster resilience. 
 
Even though the work context influences drivers of motivation, Lindner (1998) 
concluded that the most important motivator is interesting work.  Similarly, Harter et 
al. (2002) view engagement as “an individual’s involvement and satisfaction with, as 
well as enthusiasm for work” (p.269).  Alfes, Truss, Soane, Rees, and Gatenby, (2010), 
revealed that engagement with the role itself, through autonomy, variety and 
meaningfulness, resulted in the highest level of engagement.  Brown (1996) and 
Erickson (2005) also place the work itself as being positively correlated with 
engagement. 
 
The focus of early studies of motivation was on extrinsic reinforcement (Stipek, 1996) 
and included Frederick Taylor who in the early twentieth century put forward the idea 
that workers are motivated mainly by pay (Locke & Latham, 2004).  Skinner's (1953) 
Reinforcement Theory proposed that people are motivated when positive behaviour is 
reinforced through reward. In reality people were able to increase productivity, 
however this was likely to be short-lived and to the detriment of the product quality 
which meant that this approach was somewhat limited. In contrast, motivation was 
found to be enhanced when positive performance feedback is received (Harackiewicz, 
1979) and people are given choice and opportunity for self-direction (Zuckerman et 
al., 1978).  Extrinsic reinforcement was found to have its limitations and research has 
shown that extrinsic rewards and threats such as competition, pressure and deadlines 
undermine intrinsic motivation due to the fact that people experience them as 
controllers (Amabile, DeJong, & Lepper, 1976; Koestner et al., 1984; Reeve & Deci, 
1996), thus thwarting the three innate psychological needs which create drive, 
identified by Deci & Ryan (1985) as autonomy, competence and relatedness or sense 
of purpose.  These three elements established a contemporary theory of motivation 
referred to as Self-Determination Theory.  These findings, led to the belief that 
behaviour is affected by cognition rather than extrinsic reinforcement (Stipek, 1996).  
This paradigm shift brought about a cognitive revolution in psychology (Locke, 1996). 
Maslow’s (1943) Self-Actualisation Theory, or hierarchy of needs, later categorised 
by Alderfer (1972) into three broader levels of motivation including:  Existence - 
physiological and safety needs; Relatedness - the need for belonging; and Growth - 
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esteem and self-actualisation, integrates both internal and external factors assigned to 
effort.  Herzberg et al. (1959) differentiates between external and internal factors and 
identified a two factor theory, the Motivator-Hygiene Theory.  Low level motivators 
or hygiene factors such as pay, working conditions, supervision and security were 
differentiated from higher level motivators such as achievement, the work itself, 
responsibility, recognition and growth.  He concluded that hygiene factors were not 
motivators however caused dissatisfaction when missing.  McGregor's (1960) Theory 
X and Y identifies two types of human beings; theory X assumes people are lazy and 
dependent, theory Y assumes people are achievers and take responsibility.  Many 
implications exist for managers and HR policies and practices depending upon how 
people are viewed; theory X assumptions will create a climate of close supervision and 
extrinsic rewards theory Y assumptions create a climate of trust with more devolved 
responsibility. 
 
2.3.5 Fluctuations and sustainability of the exertion of effort 
Engagement was found to differ and fluctuate by a number of factors including 
industry type, age, gender, qualifications, tenure, contract type and hierarchical 
position (Quantum, 2014).   
Worldwide employee engagement seems to be showing a downward trend; only 13% 
of employees were engaged based on research conducted by Gallup (2013) compared 
to research conducted by Watson (2012) which showed that on average 35% of 
employees were engaged with their employer.  These findings are similar to Right 
Management’s (2010) global engagement survey which showed that 34% of 
employees were fully engaged and 50% completely disengaged leaving 16% 
somewhere in between these two extremes of a continuum.  In contrast Aon Hewitt's 
research (2012) found that engagement had increased to 57% from 52% in 2011 and 
from 51% in 2010 which prima facia reflects the dynamic nature of engagement and 
brings into question generalisability of research findings where measuring tools are 
inconsistent.  
 
Either way, this data shows that high levels of engagement for all employees are 
unlikely to be achieved and unlikely to be sustained as effort is dependent upon other 
demands on an individual (Kahn, 1992).  Maslach et al. (2001) highlight potential 
61 
Thesis – Final – February 2018 
 
consequences of burnout if that was sustained.  However, Fredrickson's (2001) 
broaden-and-build theory describes an upward spiral of positive emotions experienced 
by engaged employees, which builds their capacity to broaden and build their 
repertoire of personal resources including self-efficacy, optimism and ability to make 
an impact of the environment.   This upward spiral of positive emotions and 
engagement creating more personal resources is consistent with longitudinal studies 
by Schaufeli, Bakker and Van Rhenen (2009) and Llorens et al. (2007) leading to more 
opportunities to develop and more autonomy fuelling future engagement.  In contrast, 
Halbesleben (2011) questions whether high levels of engagement are always beneficial 
to individuals, in particular, an adversely skewed work-life balance in favour of work.  
Sonnentag (2003) refers to studies which show that there are fluctuations in levels of 
engagement between individuals and within individuals over time.  Bakker (2014), 
through diary research, found that engagement fluctuates “… from day to day and from 
task to task” (p.10) influenced by job changes and personal resources. 
 
Research conducted by Campbell (2007) showed that people did not manage well 
when the frequency of setbacks rose significantly beyond a level which would 
typically represent their ‘setback comfort zone’.  In contrast, this same report refers to 
a level of resilience described by Siebert (2009) as a ‘Talent for Serendipity’ where 
individuals constantly transform a situation to make good no matter how severe the 
setback.  It is from this research that the concept of ‘The Resilience Engine’ emerged 
which illustrates how inner sources of fuel (‘Internal Resources’) and outer forces 
(‘External Goal Focus)’ are driven by the ‘Adaptive Capacity’ which was first coined 
by Bennis and Thomas (2002).  This Adaptive Capacity, which is the third and most 
sophisticated component of this model, is a mix of skills that achieve congruency 
between the inner and external components.  It seems therefore that not only are there 
a number of levels of resilience which are created and sustained by internal and 
external sources, but appear to be a sophistically interrelated and interdependent set of 
beliefs, attitudes and expectations. 
 
2.3.6 Group Differences 
ABI/INFORM Global, a database providing in-depth coverage of business issues, 
management techniques and other topics, was used to search for demographic group 
differences.  Words including: employee engagement; age; employee seniority; job 
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tenure; length of service; academic; professionals; gender; employment contract; and 
full time vs part time work were used to conduct an advanced search of the literature 
titles.  The search was limited to peer reviewed and scholarly journals.  Out of 292 
publications, 37 were   relevant for this study. 
 
2.3.6.1 Gender 
Literature relating to gender and engagement appears to remain inconclusive (Shuck, 
2010).   Avery, McKay and Wilson (2007) and Pitt-Catsouphes and Matz-Costa (2008) 
found that females were more engaged than males, which differs from Schaufeli and 
Bakker (2003) who found males to be more engaged.  In addition, Yildrim (2008), 
Kim, Shin and Swanger, (2009), Zeng, Zhou and Han (2009) and Rajagopal (2009) 
did not find any significant differences between genders.  Similarly, debate seems to 
remain relating to gender congruence and its effect on the quality of the LMX 
(Grissom, Nicholson-Crotty, & Keiser, 2012), which may or may not influence effort 
and job performance. 
 
2.3.6.2 Age 
According to Solnet and Kralj (2010) findings from an Australian study suggest that 
younger, Generation Y employees are less engaged than others.  These findings are 
consistent with Aon Hewitt (2012) where higher engagement levels were found 
amongst baby boomers, those born between 1945 and 1964, compared to millennials, 
those born from the year 1982, and Simpson (2009) and James, McKechnie and 
Swanberg (2011) who also found that employees aged 24 or younger, compared to 
those aged 55 and above, were the least engaged group.  In the same way, motivational 
levels have been found to increase with age (Cerasoli, Nicklin & Ford, 2014) which 
dismisses the stereotypical view that older workers are less motivated and therefore 
less productive (Ng & Feldman, 2012).  More interesting work becomes a motivator 
as employees get older and money becomes less of a motivator as an employee’s salary 
increases (Bowen & Radhakrishna, 1991).  Factors which positively influence 
engagement for these two groups did not differ apart from promotion and career 
development which was less important for older employees. 
 
2.3.6.3 Length of Service 
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Literature relating to length of service appears to be inconsistent.  Blessing White 
(2013) found engagement increased for longer serving employees, however Burke, 
Koyuncu, Jing and Fiksenbaum (2009) found lower levels of engagement amongst 
longer serving employees.  Zeng, Zhou and Han (2009) found that engagement dipped 
after 10 years’ service and increased again after 16.  Interestingly, research exploring 
trust, job satisfaction, servant leadership and employee tenure, suggests that servant 
leadership for relatively new employees has a positive effect on job satisfaction and 
the follower’s trust in their leader; the opposite being likely for longer serving 
employees (Chan & Mak, 2014).  
 
2.3.6.4 Professionals and non-professionals 
Research by Mauno, Kinnunen and Ruokolainen (2007) found that professionals have 
higher levels of engagement compared to non-professionals due to a stronger 
commitment to their profession which shapes their identity.  In addition, Aon Hewitt's 
(2012) research into professionals found that higher engagement levels were found 
amongst senior managers compared to other hierarchical levels.   
 
2.4 Conclusion 
The purpose of this literature review was to determine what already exists with respect 
to employee engagement, motivation, resilience and leadership, how they interrelate 
and whether any particular work related characteristics were more influential than 
others with respect to the exertion of effort. 
 
The literature shows that these concepts do interrelate and are interdependent and 
numerous common antecedents and drivers of effort exist for each dynamic and 
complex concept; determined ultimately by the follower.  The organisational and its 
culture, shaped by managers, is a critical factor which influences the decision to exert 
effort. 
 
Literature relating to employee engagement shows that there is a consensus opinion 
amongst authors that higher levels of engagement impact positively on working 
relationships, employee wellbeing, productivity, profit and customer satisfaction.  A 
lack of consensus opinion however exists in terms of how the concept is referred to.  
It seems that whilst some authors refer to engagement as behaviours, some as attributes 
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or attitudes, and some as an emotional state, all of these elements are important in 
relation to the exertion of effort.  Views relating to what employees are engaged with 
seem to remain divided, ranging from one locus at a time, to several loci at any one 
time, to no particular loci. 
 
Literature relating to motivation frequently refers to goals and having a sense of 
purpose and higher job satisfaction being associated with higher job performance. 
However, a divide seems to exist with respect to whether intrinsic or extrinsic 
motivation ranks higher in terms of work performance. 
 
Personal qualities such as self-confidence, having a sense of control, having a sense of 
hope and optimism, which create positive emotions and personal resilience, seem to 
be common characteristics found in the literature review.  Self-efficacy has been 
identified as the most important attribute of resilience which is associated with 
motivation and success. Differing views question sustainability of resilience, one view 
believing resilience can be maintained, another believing it cannot be sustained and to 
do this is likely to result in burnout, adversely affecting health. 
 
Literature relating to leadership shows that leadership is concerned with process, goal 
achievement, interpersonal relationships, skills, attributes, behaviours, and social 
interactions established within a hierarchical work setting.  It seems that the 
importance of the role of managers and their contribution to organisational 
effectiveness, together with the ability to develop effective leadership is widely 
accepted; albeit in the absence of agreement on one unique definition of leadership 
that can be applied in research or practice.  This, dependent upon the definition being 
applied, challenges the commonly held view that leaders can be developed.  For 
example, leaders can be developed to manage processes effectively, however may not 
be able to develop certain attributes such as being authentically caring when self-
interest outweighs interest in others.   
 
The literature shows that older employees are more engaged and motivated compared 
to younger employees; likewise, higher levels of engagement were found amongst 
professionals.  Literature relating to other demographic groups, including gender and 
length of service, was found to be inconclusive. 
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Several factors emerge from this review: first, the UK HE sector is experiencing an 
unprecedented period of change placing more demands on leaders and followers; 
secondly, the role and attributes of a leader have an effect on the exertion of effort; 
thirdly, the work environment and culture of an organisation have an effect on the 
exertion of effort; fourthly, an employee’s personality characteristics, mind-set and 
attitude have an effect on the exertion of effort; and finally, even though antecedents 
and drivers of effort are identified and assigned to internal or external factors, there 
doesn’t seem to be agreement about which factors are more or less influential.  This is 
important as it shows there is still more to be learned about what influences an 
employee to exert extra effort within an academic setting. 
 
This study therefore aims to provide a more holistic picture of what factors are more 
likely to cause the exertion of effort and what factors are likely to stifle effort from an 
organisational perspective given that there is general agreement that employee 
engagement tends to focus more on the role of the employee and their relationship with 
the organisation and very little focus on the role of the organisation in facilitating an 
engaged workforce.   
 
In support of this view Robinson, et al. (2004, p.1) recognise that “… the organisation 
must work to develop and nurture engagement which requires a two-way relationship 
between employer and employee”.  Likewise, Macey and Schnieder (2008a, pp.23-24) 
view engagement as “… a complex nomological network encompassing trait, state, 
and behavioural constructs, as well as the work and organizational conditions that 
might facilitate state and behavioural engagement” and therefore it is important to 
determine what it is “… that might facilitate state and behavioural engagement”. 
   
This study thus explores relationships between some elements of the psychological 
state, in particular resilience, motivation and the perceived quality of the relationship 
with respondents’ line managers; wider contextual variables such as job satisfaction 
and team fit provide contextual work related characteristics to gain a more 
comprehensive understanding of the psychological processes that underpin employee 
engagement. 
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Research questions arising from this literature review which support the research 
objectives were: 
 
• In what way do engagement, motivation, resilience and leadership interrelate? 
• Do internal or external factors rank higher in terms of the exertion of effort? 
• Are there any particular personality related characteristics which positively or 
negatively influence effort? 
• Are there any particular external environmental characteristics which 
positively or negatively influence effort? 
• Does the quality of the relationship with the line manager influence the 
decision to exert effort? 
• Are there any particular leader attributes or competencies which are more 
likely to positively or negatively influence effort? 
• Are there any group differences? 
• Are there any particular influencers of effort that differ where group 
differences existed?  
 
Section 2.5 draws together common factors relating to effort that provide the 
conceptual framework which guided  this research. 
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2.5 Conceptual Framework 
The conceptual framework for this study, Figure 1, brings together the various factors 
identified from the literature review including the relationships that exist, that 
contribute to the exertion of effort in a workplace setting. 
 
Figure 1: Employee Engagement as a conceptual framework 
 
 
 
 
The extent to which individuals exert effort or are engaged with the organisation they 
are employed by cannot easily be observed, due to the many facets of engagement 
which can only be determined by the employees’ interpretations and perceptions, much 
the same as the psychological contract.  Data collection, analysis and interpretation 
therefore determined the research strategy which is discussed in detail in chapters three 
and four. 
 
Chapter 3 provides an explanation of how this conceptual framework was converted 
into the research plan of action or operational fieldwork map (Robson, 1993).  
INTERNAL FACTORS
Personality, Attitude, 
Innate Needs
LEADERSHIP
Attributes,
Behaviours
EXTERNAL FACTORS
Environment, Team,
Job
ORGANISATIONAL 
ENVIRONMENT: 
THE CHANGING 
LANDSCAPE OF 
HIGHER 
EDUCATION 
EFFORT 
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CHAPTER 3 
 
1.5 The main aim and objectives of this research 
Aim:  
To explore the relationships between employee engagement, motivation, resilience 
and the quality of the relationship between managers and those being managed, within 
a Higher Education Institution. 
 
Objectives: 
• To complete a formal research study to achieve this aim 
• To explore the factors that most/least influence Employee Engagement 
• To detect differences between various groups of employees 
• To add to existing knowledge by exploring four interrelated concepts which 
influence discretionary effort 
• To provide recommendations for managers 
 
3.0  METHODOLOGY 
This chapter describes the way in which the research was conducted at one UK Higher 
Education Institution. The research was conducted by the author in 2013 and 2014, 
with the support of volunteer members of staff and managers. 
 
3.1 Research Philosophies 
There are three ways of considering research philosophies which relate to the 
development of knowledge and nature of knowledge (Saunder, Lewis & Thornhill, 
2007) 
 
When conducting research of a philosophical nature, the way in which the researcher 
views the world is influenced by a set of beliefs; their philosophical stance is 
significant in terms of the way in which research is conducted within the context of 
the research phenomenon. Burrell and Morgan (1979) suggest that researchers make 
core assumptions when developing their research perspective.  The first assumption is 
concerned with the way in which society evolves, either through radical or regulatory 
change.  The radical stance views society in constant conflict between societal 
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structures and human freedom, and the regulatory stance viewing society as cohesive 
and unified.  The second core assumption is concerned with science and whether the 
researcher takes an objective or subjective view.  These parameters, along with the 
researcher’s stance, shape the research approach which must be congruent with the 
aims and objectives of the enquiry (Blaikie, 2000).  Different paradigms can derive 
different kinds of knowledge when observing the same phenomena (Hatch & Cunliffe, 
2006). Even though Denzin and Lincoln (2003) highlight the tensions amongst 
academics created by the debate about these different positions, both positivist and 
interpretive approaches are appropriate for social research dependent upon the aim of 
the study.  A positivist approach attempts to test hypothesis, using numbers and 
measures to predict and control events, where an interpretive approach attempts to gain 
an in-depth understanding of those being studied, including feelings and the way they 
view the world, to establish true social meaning.  Context is also an important factor 
with respect to how humans create meaning (Neuman, 1994). 
 
Ontology 
Ontology is concerned with the "science or study of being" (Blaikie, 1993, p.6), 
encompassing claims about the nature of reality. It discusses how these realities are 
determined, whether they are objective, where objectivism and realities exist 
independently of those who live it, for example, “management in your organisation 
has a reality that is separate from the managers that inhabit the reality” (Saunders et 
al, 2007, p.108); or subjective, where subjectivism and reality exists only through the 
experience of it (Hatch & Cunliffe, 2006).    Phenomena such as culture however 
introduce a further complexity, generating enquiry into whether these types of 
phenomena are illusional or they actually exist.  Ontological assumptions of the 
researcher need to be identified and considered to avoid being blinkered during the 
enquiry, as these will affect the researcher’s view of what is reality. 
 
Epistemology 
Epistemology deals with "the nature of knowledge, its possibility, scope and general 
basis" (Hamlyn, 1995, p.242).  It is concerned with “the nature, validity, and limits of 
inquiry” (Rosenau, 1992, p.109), how knowledge is generated, what differentiates 
between good knowledge and bad knowledge and how reality should be described or 
represented (Hatch & Cunliffe, 2006).  Epistemology is also concerned about the ways 
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in which enquiries are made into the nature of the world, knowledge sources and 
knowledge limitations (Eriksson & Kovalainen, 2008), and therefore epistemological 
questions will influence the research method. 
 
There are a number of epistemological stances: objectivist epistemology - reality exists 
independent of any consciousness and that reality has been there all along; 
constructionist epistemology - reality or meaning is constructed in our minds based on 
our engagement with the world and therefore different people will construct different 
meanings about the same phenomenon; subjectivist epistemology - meaning is 
imposed or created out of anything but an interaction between the object and individual 
(Crotty, 2010). 
 
Axiology 
Axiology is concerned with the researcher’s beliefs and values and the role they have 
in the research process, which is of great importance in all stages of the research to 
produce credible results (Saunders et al., 2007).  The role they play in the research 
process ranges from no involvement at all to influencing the both the process and 
research outcomes; positivists taking the former view, criticalists taking that latter 
view and constructivists using their values to help those being studied express their 
reality (Ponterotto, 2005).  During the course of this study the researcher acknowledges 
their values and beliefs and how it influenced the research design, measurement and 
interpretation of the findings.  For example, the concept of fairness, an important value 
for the researcher, was incorporated into the research questionnaire. 
 
The extent to which employees are engaged, motivated and resilient cannot exist 
independently of those who live it as such can only be determined by experiencing the 
employment relationship; similarly, the quality of the relationship with the line 
manager is very much indeed the eye of the beholder and therefore reality is 
constructed in the minds of the respondents or followers.  The researcher’s approach 
to this study ontologically was therefore subjective, and epistemologically 
constructionist given that the collection of data to explore these four concepts can only 
be obtained from one source which is the employee.  The researcher’s philosophical 
stance informed the chosen methodology used for data collection which was centred 
on survey research to explore what was happening at a given point in time. 
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3.2 Theoretical Perspectives or Research Paradigm 
Theoretical perspectives, assumptions or research paradigms can be described as the 
lens through which the researcher conducts their enquiry, defined by Saunders et al. 
(2007, p.112) as ".... a way of examining social phenomena from which particular 
understandings of these phenomena can be gained and explanations attempted".  It 
appears that there are many paradigms; Burrell and Morgan (1979) provide four 
paradigms (Figure 2): 
 
Figure 2: Burrell and Morgan’s Research Paradigms 
Paradigm Approach 
Functionalist 
paradigm 
A problem-oriented approach concerned with the provision 
of practical solutions to practical problems – more concerned 
with why an organisational problem is occurring and 
developing a set of recommendations 
Interpretive 
paradigm 
Refers to the way humans attempt to make sense of the world 
– to understand the meaning attached to organisational life – 
to understand what is going on, not to achieve change in the 
order of things 
Radical Humanist 
paradigm 
Concerned with changing the status quo 
Radical Structuralist 
paradigm 
A view to achieve fundamental change 
 
To enable the researcher to meet the aim and objectives of this study, an interpretive 
approach was taken.  The interpretivist perspective was identified by the author as 
being an appropriate approach to research in fields such as organisational behaviour 
and leadership and management, due to their complexity and uniqueness: further 
strengthened by the fact that the research for this study is an exploration of 
respondent’s interpretation of their reality, in terms of how engaged they are with their 
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employer, based on their expectations, beliefs and experiences. A positivist approach 
would not be appropriate as this reduces research to observable facts and testing of 
hypotheses which is too superficial to achieve the aims and objectives of this study. 
 
3.3 Research Methodology 
Research methodology associated with social research has been defined as "... the set 
of techniques recognised by most social scientists as being appropriate for the creation, 
collection, coding, organisation and analysis of data" (6 & Bellamy, 2012, p.9), and 
describes the plan of action or strategy which shapes the choice of methods used for 
data collection which links to the research aims and objectives (Crotty, 2010). 
  
The approach taken for this study which was centred on survey research, which tends 
to be used for exploratory research, enabling the analysis of quantitative data and 
identification of any relationships between variables (Saunders et al., 2007), and 
analysis of qualitative data drawn from semi-structured interviews.  The rationale for 
this approach was determined by the complexity and dynamic nature of employee 
engagement and the many independent and interrelated elements.  Experimental 
research by manipulating one variable to see how this affects others is not appropriate 
for this study as the researcher's aim was to observe and explore what was happening 
naturally at a given time. To manipulate individuals' levels of motivation or 
relationships with leaders would not only be unethical but also difficult to achieve, if 
ever achieved, during the period of this study.  A cross-sectional approach to data 
collection was therefore taken to obtain data at one point in time, compared to 
longitudinal research which obtains data on more than one occasion. Longitudinal 
research, which is more complex and costly can be applied when seeking to explain or 
explore social change; whereas cross-sectional research can only measure or describe 
the subject of study at one particular moment in time (Neuman, 1994).  The fluidity 
and logistical difficulty of conducting a longitudinal study are probably the reasons 
why research relating to these concepts is mostly cross-sectional. 
 
The author was a senior HR manager who was carrying out research in their own HEI 
whilst working alongside colleagues.  The author was, therefore, aware that there could 
be some tensions and possible bias with her undertaking research, as a practitioner 
enquirer, in her own organisational context.  A strong emphasis was, therefore, placed 
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on the methodology being valid and reliable. In addition, there were advantages to 
carrying out research in an academic setting where research is common and supported.  
The author did, however, maintain a regular focus on the possible tensions between 
method and their role in the organisation.  As such care was taken during this study 
and no discernible tensions were observed. 
 
3.4 Research Methods 
This exploratory study uses two methods for the collection of quantitative and 
qualitative data, defined as ".... the techniques or procedures used to gather and analyse 
data related to some research question or hypothesis" (Crotty, 2010); to find out what 
is happening and to seek new insights into the factors that most/least influence 
employee engagement, how engagement, motivation, resilience and leadership 
interrelate, and to detect differences between various groups.   
 
This mixed method approach consisted of two stages making inquiry into thoughts and 
feelings relating to engagement, motivation, resilience and the quality of the 
relationship with the line manager as perceived by those being studied. 
   
The first stage collected quantitative data using a questionnaire enabling the researcher 
to study broadly, turning numerical data into statistics and the results therefore easier 
to use for generalisability and predictability.  Quantitative data is however limited to 
numerical factual data and as such unable to reliably measure richer details such as 
emotions and attitudes within the context of social research.   Quantitative data 
collected from the measurement of a variable or concept has broadly been described 
as categorical or continuous, the former measuring categories, for example animal or 
mineral, and the latter meaning a value on a measurement scale (Field, 2013). The 
research questionnaire included a combination of categorical data, to measure 
demographic characteristics, and continuous data to measure characteristics of the four 
concepts being explored.  Responses to concept characteristics were measured using a 
continuous scale which described a hierarchy of feelings or frequency as a continuum. 
Data collected from these variables were classified as ordinal data, opposed to interval 
data given the fact the intervals between each value were not equal (Cohen, Gomm, & 
Davies, 1996); and even if they appeared to be equal, Field (2013) regards self-report 
data to rate subjective concepts as ordinal data and therefore statistical tests to analyse 
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interval data could not be used. Demographic categorical data was used to compare 
differences between various groups for the purposes of generalisability.  
 
A second independent stage of data collection obtained qualitative data, referred to as 
"natural language data" (Easterby-Smith, Thorpe & Jackson, 2008), using semi-
structured interviews.    
 
Mixed method approaches, the collection of both quantitative and qualitative data, is 
one of the most popular approaches to educational research consisting of two distinct 
phases (Creswell, 2002; 2003) irrespective of the fact that much debate has existed 
since the 1970s about the superiority of either the positivist or subjectivist ontological 
paradigms (Guba & Lincoln, 1994; House, 1994; Rossi, 1994) and associated research 
methods.  Purists view paradigm and method as inextricably linked and therefore 
inappropriate to combine quantitative and qualitative methods to find out about an area 
of interest in social and behavioural science as the "two methods do not study the same 
phenomena" (Sale, Lohfeld & Brazil, 2002, p.44).  Guba and Lincoln (1994) also 
believe that quantitative and qualitative methods are incompatible.  Irrespective of the 
views of traditional purists, it seems that a relatively new era of pragmatists such as 
Howe (1988) and Reichardt and Rallis (1994) argue that quantitative and qualitative 
methods are compatible as the fundamental values of both methods of enquiry are 
sufficiently similar.  Quantitative research uses much larger sample sizes, techniques 
such as questionnaires are administered which facilitates the use of statistical methods 
representative of a wider population; this aim of this approach is usually to analyse 
relationships between variables (Denzin & Lincoln, 1994).  In contrast, qualitative 
research uses small sample sizes to access more important in-depth information, as 
such this is not meant to represent large populations (Reid, 1996).  Irrespective of the 
two research paradigms, positivism and subjectivism, both quantitative and qualitative 
methods have a number of similarities, in particular, a common goal of advancing 
knowledge and understanding of the world (Haase & Myers, 1988) and shared 
conscientiousness and rigour (Reichardt & Rallis, 1994).  Morgan (1998) contends that 
each method can enhance the other and can therefore achieve complementary results, 
and Reichardt and Rallis (1994) state that they "form an enduring partnership" (p.85).  
Moreover, Denzin (1970) contends that combining quantitative and qualitative 
methods can provide a more complete understanding of the phenomena being studied; 
75 
Thesis – Final – February 2018 
 
more complex social phenomena benefiting from data collected from a number of 
perspectives (Clarke & Yaros, 1988).  Casebeer and Verhoef (1997) argue that 
appropriate data collection methods should facilitate the aims and objectives of the 
study and view both methods as a research continuum.  Taking into consideration the 
latter compelling arguments a mixed-method approach was taken to provide more 
meaningful, in-depth data to provide a richer understanding of the four concepts being 
explored. 
 
The first phase, the collection of quantitative data using a questionnaire, aimed to 
respond to the following two research questions: 
 
• In what way do engagement, motivation, resilience and leadership interrelate? 
• Are there any group differences? 
 
Analysis of this quantitative data enabled an examination of relationships between 
these four concepts and whether statistically significant difference existed between 
these independent demographic groups.  As relationships and group differences do not 
show causality, the second phase aimed to respond to the remaining six research 
questions: 
 
•  Do internal or external factors rank higher in terms of the exertion of effort? 
• Are there any particular personality related characteristics which positively or 
negatively influence effort? 
• Are there any particular external environmental characteristics which 
positively or negatively influence effort? 
• Does the quality of the relationship with the line manager influence the 
decision to exert effort? 
• Are there any particular leader attributes or competencies which are more 
likely to positively or negatively influence effort? 
• Are there any particular influencers of effort that differ where group 
differences existed?  
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Execution of these stages in combination and integration of both quantitative and 
qualitative data enabled a more complete analysis and understanding of the research 
findings (Greene, Caracelli & Graham, 1989; Tashakkori & Teddlie, 1998) in order to 
respond to the research questions and fulfil the research aim and objectives. 
 
An overview of research methods taken for this study can be found in Figure 3: 
 
Figure 3: Overview of approach taken for this study 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
ISSUE: To what extent is Employee 
Engagement influenced by leadership, 
motivation and resilience within Higher 
 
Literature Review to understand 
what knowledge exists relating to 
these four concepts 
STAGE ONE: Questionnaire 
design, quantitative data collection 
and data analysis 
STAGE TWO: Semi-structured 
interview design, qualitative data 
collection and data analysis 
Quantitative and qualitative data 
integration 
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3.5 Bias 
To minimise bias, described as the subjective evaluation of evidence, meaning that 
responses or conclusions have been affected by other things (Field, 2013), a number 
of steps were taken by the researcher. 
 
3.5.1 Questionnaire Bias  
To reduce response bias, described as the tendency of the respondent to answer 
questionnaire items for reasons other than what the questionnaire item was designed 
to measure (Robinson, Shaver & Wrightsman, 1991) a number of actions were taken.   
To reduce social desirability bias, where participants exaggerate or understate their 
response, all questionnaires were anonymous and paper based.  Maintaining 
anonymity during the data collection process was also important in reducing the 
demand characteristics, where participants respond in the way in which they think the 
researcher wants them to respond.  To minimise response set bias, where participants 
follow a pattern of responses, five reverse-phrased or negatively loaded items were 
included in the questionnaire used for this study.  For example, “I feel negative about 
the changes facing the HE Sector” encouraged participants to read and think about 
their responses to each question (Dillman, 2000). 
 
3.5.2 Interview Bias  
A key skill for any interviewer is the application of effective communication, in 
particular, active listening.  Mehrabian and Ferris (1967) models shows that 93% of 
the way in which we communicate is through body language (55%) and tone of voice 
(38%) with the remaining 7% concerned with the content of the communication.  The 
researcher's body language and behaviour was therefore an important consideration in 
terms of avoiding influencing the interviewee's responses.  For example, responses to 
information shared remained neutral, body posture remained upright leaning slightly 
forward showing a genuine attentiveness to the interviewee (Torrington, 1991).  Active 
listening requires the researcher to be "… on the lookout for signals and willing to 
spend the time needed to listen and build understanding, deliberately holding back our 
own thoughts, which would divert or compete with the other's …" (Torrington, 1991, 
Discussion, Conclusions and 
Recommendations 
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p.43), a process requiring concentration and energy, as such interviews were restricted 
to a maximum of four per day.  The researcher summarised the interviewees responses 
where appropriate, to check understanding and allowed the interviewee to "evaluate 
the adequacy of the interpretation and correct where necessary" (Healey & Rawlinson, 
1994, p.138).  To prevent bias through the potential misrepresentation of qualitative 
data obtained from the interview process, participants were asked to review and 
approve transcripts which were administered by the researcher. 
 
To prevent bias when evaluating the qualitative data collected from the interview 
process, the researcher maintained a neutral stance and included all transcript data.  An 
inductive approach to evaluating the qualitative data was taken compared a deductive 
approach, to understand how engagement, motivation, resilience and leadership 
interrelated   An inductive approach involves the collection of data to find out what is 
occurring and a deductive approach involves the testing of theory and hypotheses to 
explain causal relationships between variables (Saunders et al., 2007). Causal 
relationships between variables relating to the dynamic concepts being explored could 
not be tested in a controlled manner due to the extraneous factors external to the 
employment relationship. 
 
3.6 Ethical Considerations 
All researchers have a moral and professional obligation to conduct research ethically 
(Neuman, 1994).  Many ethical dilemmas potentially exist which could compromise 
the quality or reliability of the research.  For example, a researcher may be pressurised 
by an organisation or agency to destroy or rig preliminary research findings if they are 
likely to cause controversy.  As Neuman (1994) points out, ethical research is about 
achieving a balance between maintaining the rights of those being studied and the 
advancement of knowledge. 
 
As an individual researcher, studying their own area of work and therefore 
approaching this study from a practitioner enquirer perspective, ethical considerations 
relating to this study included: anonymity of those being studied; responses provided 
would only be used for research purposes and not in the researcher’s capacity as a HR 
practitioner; participation was voluntary; written consent was obtained before 
participating in the interview process - participants were informed that they could stop 
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the interview at any time and did not have to answer any particular question if they felt 
uncomfortable to do so; interview participants were identified by a code as such could 
not be identified in person; and thesis content and any subsequent published findings 
would not identify any one particular participant. 
 
A request to undertake this research was submitted in accordance with the University 
of Chester’s Quality Standards Manual, Section 9 ‘Ethical Approval of Research 
Projects’.  The submission contained details of the intended methods to be used to 
collect data from employees of the HEI along with an explanation of how these 
statistics were to be stored and for how long. 
 
The Ethics Committee provided authorisation for this research which enabled the 
researcher to conduct professional independent research without any external 
interference. 
 
The University’s Vice-Chancellor was supportive and appreciative of being informed 
of plans to conduct this study once ethical approval had been given by the Business 
and Management Ethics Committee. 
 
Having used this approach, chapter 4 discusses the way in which the quantitative data 
and qualitative data were created, collected and analysed. 
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CHAPTER 4 
 
4.0 RESEARCH DESIGN 
Research design is the development of ".... a strategic direction for theory development 
..." (Trafford & Leshem, 2010, p. 91) which usually means "... the specification of the 
way in which data will be created, collected, constructed, coded, analysed and 
interpreted ..." (6 & Bellamy, 2012).  The way in which data is established is critical 
to the study’s credibility, as such the research design should aim to minimise 
subjectivity.  Reliability and validity are key aspects relating to good research design 
(Saunders, Lewis & Thornhill, 2012): 
 
Aspect Description 
Reliability Refers to the consistency of findings when the same data collection 
techniques are applied. Described by Field (2013, p.13) as "... the 
ability of the measure to produce the same results under the same 
conditions.” 
Validity Is concerned with question interpretation; if the question can be 
interpreted by respondents in different ways, difficulties will arise 
with respect to answering the research question (Saunders, et al., 
2012). 
 
 
Data was collected in two stages. Stage one collected data using a questionnaire to 
identify how respondents were feeling and thinking. Stage two collected data using 
semi-structured interviews to explore, in more depth, what was happening that may 
explain why respondents were feeling and thinking about the four concepts being 
explored.  As suggested by Wass and Wells (1994) the semi-structured interviews were 
not used to validate the survey data, but were used independently to discover naturally 
emerging themes and richer understanding of the survey data where causality between 
variables was shown.  Stage two collected data by conducting one-to-one semi-
structured interviews to "find out what is happening [and] to seek new insights" 
(Robson, 2002, p.59.), in particular, to understand relationships between variables and 
to explain themes and group differences that were identified from questionnaire 
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responses.  This method of data collection was favoured compared to structured or 
unstructured informant interviews; the former method would have restricted the 
exploration as only predetermined questions are used, the latter, using no 
predetermined questions enabling the interviewee to talk freely about events was 
considered too unstructured given the scope of this research included four particular 
concepts which the research aimed to explore. 
 
4.1 Questionnaire Design 
The final questionnaire, Appendix 4, which comprised of 70 items, asked respondents 
to rate the way they feel about particular aspects relating to their work environment.  
Each response was coded on a seven-point Likert scale ranging from: Never; Almost 
Never; Rarely; Sometimes; Often; Very Often and Always. Each response was defined 
using the same definitions as the Utrecht Work Engagement Scale (UWES) (Schaufeli 
& Bakker, 2003).  This scale cannot be categorised as an interval scale, as the strength 
of feeling between scales is inconsistent; however, can be categorised as an ordinal 
scale as it describes a hierarchy of strength of feeling or frequency as a continuum, 
where the intervals between each response are not equal (Cohen et al., 1996).  
 
The questionnaire was clearly divided into five sections: the first to determine the 
strength of engagement using the same statements from the UWES; the second to 
determine how motivated a respondent perceived themselves to be; the third to 
determine how resilient respondents considered themselves to be; the fourth to 
determine the quality of the respondents’ relationship with their immediate line 
manager and the fifth sought to identify demographic characteristics. 
 
Each section included a definition, two of which were changed prior to the data 
collection process, which included motivation and resilience.  The initial definition of 
motivation used was “an internal drive to satisfy an unsatisfied need” (Higgins, 1994 
in Lindner, 1998, p.2) latterly replaced by “the will to achieve” (Bedeian, 1993, p.675). 
This is a more appropriate definition given the characteristics of the organisational 
environment and employee profile in that the research is more closely related to goal 
theory (Nicholls, 1989) rather than drive theory (Hull, 1943) which appears to be 
related to satisfying physiological needs, the bedrock of Maslow’s (1943) hierarchy of 
needs.   The initial definition of resilience, “the ability to recover from or adjust easily 
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to misfortune or change” (www.russellconsulting.com, 2012) was replaced with “the 
phenomenon of overcoming stress or adversity” (Rutter, 1999, p.119); the second 
definition implies the maintenance or sustainability of an original state and excludes 
reference to whether this was easily achieved which could have resulted in inaccurate 
response to statements where overcoming adversity, adversity being interpreted as a 
disliked, negative, difficult, or stressful situation, had not been easy.  Whereas the 
former definition doesn’t imply the recovery to or maintenance of a previous state 
which is inconsistent with the ethos of resilience which is related more to positive 
adaption and evolutionary transformation.  The fifth and final part of the questionnaire 
included demographic fields to capture various classifications including gender, 
contract type, role type, job grade, length of service, and age of respondents.  This 
categorical data was used to identify any real differences between various groups. 
 
During the development stage, draft one, of the questionnaire included 61 statements 
which asked respondents to rate their view on each statement by ticking a box.  Each 
response was coded on a four-point Likert scale from: Strongly Agree; Agree; 
Disagree; Strongly Disagree.  Statements such as “I feel negative about the changes 
facing the HE Sector” were not supported by questions to check respondents 
understanding of the changes as this data would not be beneficial to the research.  The 
research aim was to explore the respondent’s feelings about the changes and not what 
respondents thought about any particular element or drivers of change. 
 
To reduce measurement error, described by Dillman, Tortora and Bowker (1999) as 
inaccurate results due to poor question design or poor quality wording, draft one of the 
questionnaire was reviewed by a small volunteer focus group.  This group influenced 
changes to most of the questions in an attempt to reduce measurement error by 
avoiding for example, long complex questions, leading statements, jargon or 
abbreviations or emotionally loaded words which are identified by Oppenheim (1992) 
as factors that can add to misinterpretation.  
 
Revisions to the questionnaire in the main removed emotionally loaded words such as 
“I am fully supportive…” and double-barrelled statements such as “The tasks I do are 
too easy and are boring” was changed to “The tasks I do are too easy” as this assumes 
boring equates to easy which isn’t necessarily the case.  An additional demographic 
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field was included to capture the job grade of respondents which could make a 
distinction between responses from respondents employed in a lower grade role where 
tasks may be more repetitive in comparison to responses to those in a higher graded 
role where tasks are more complex and demanding. 
 
Statements such as “I have a reasonable amount of autonomy over the tasks I am 
responsible for” were replaced with “I have a sufficient amount of autonomy over the 
tasks I am responsible for” as the research wasn’t attempting to differentiate between 
four differing levels of autonomy but to determine whether respondents felt they have 
sufficient autonomy based on their expectations and preferred ways of working. 
 
If the response to the statement “I am aware of the University’s values and mission” 
was ‘strongly disagree’ then the following question “I am supportive of the 
University’s values and mission” would be superfluous and unanswerable.  The former 
statement was therefore removed and the latter statement changed to “I am supportive 
of the University’s values” which doesn’t imply that respondents would need to know 
the mission statement, however would be able to define its values based on their 
employment experience should they not be familiar with the expressed values 
contained within various key documents. 
 
To reduce measurement error further and understand better the ease of question 
interpretation and responses (Dillman, 2000) the second draft of the questionnaire was 
then piloted amongst 20 colleagues.  This convenience sample was representational of 
the workforce profile and individuals who were willing to participate in the pilot.  
Feedback from some of these colleagues and further review of employee engagement 
literature influenced the further revision of statements to correspond more accurately 
to the characteristics of employee engagement.  In particular, the values of the 
University were included next to the statement “I am supportive of the University’s 
values”, and statements such as “I feel I can trust my line manager” was changed to “I 
have confidence in my line manager’s integrity”, and “My line manager has courage” 
was amended to “My line manager has courage to take on new challenges” which were 
more clearly defined. 
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Three respondents had expressed their views by placing a ‘cross’ in between the four-
point Likert scale which clearly indicated that this scale prevented them from 
accurately responding to various statements, which would have been detrimental to the 
overall response rate.  Feedback from this pilot and further reading influenced the 
revision of the response scale which was superseded by the UWES as this provided 
more options with specific criteria facilitating more consistent responses from those 
who participated in the survey.  The same seventeen UWES statements were used 
within the first section of the questionnaire, engagement, which is characterised by 
vigour, dedication and absorption as it is assumed to be a relatively reliable measure 
of work engagement (Schaufeli, Salanova, Gonzalez-Roma, & Bakker, 2002).  Raw 
data has been forwarded to Wilmar Schaufeli, a distinguished Research Professor at 
Leuven University, Belgium, which was a condition of using this questionnaire. 
 
Reassurance was clearly expressed in the covering letter that the information gathered 
would be used purely for the purposes of research for this thesis and therefore would 
not be used in the researcher’s capacity in their role as Assistant HR Director. 
 
The third draft of the questionnaire was once again piloted amongst the same 20 
employees resulting in a 50% response rate.  Further modifications were made to the 
survey including space to include comments about each concept; making it clear that 
all statements should be responded to; the removal of a demographic characteristic 
'casual' employment status.  The latter modification was made based on the 
researcher’s decision not to include this category of employees given the tentative 
nature of their employment contract which may have skewed the data. 
 
Questionnaire reliability 
The two main ways to assess reliability are 'test/retest' method and 'internal 
consistency' method (6 & Bellamy, 2012; Field, 2013). The first of these methods 
involves collecting data from the same group of people on two separate occasions; 
similar data produced at both points would determine instrument reliability. Given the 
logistical challenges associated with this method, it is not surprising to find that the 
most common method of measuring reliability is a statistical method typically using 
computer programmes such as SPSS which was used for this study to compute the 
Cronbach (1951) Alpha measure of scale reliability.  
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To be totally reliable a Cronbach alpha value of 1.0 would be required which indicates 
that items are internally consistent and reproducibly measure the construct, for 
example job enthusiasm.  It seems that generally, accepted Cronbach alpha benchmark 
values range from 0.8 to 0.5 (Kline, 1999; Nunnally, 1978) and is dependent upon the 
construct being measured.  An acceptable benchmark value for social or behavioural 
research is 0.6 (Rosenthal, 1991); in general, a value of 0.7 or higher is considered 
good (Litwin, 1995).  To calculate the Cronbach alpha scores response data was coded, 
as shown in Table 1, for both second draft and final survey questionnaires.  Cronbach 
alpha scores, are provided in Figure 4: 
 
Figure 4: Cronbach Alpha scores for second draft and final survey 
questionnaires 
 Employee 
engagement 
Motivation Emotional 
resilience 
Leadership All 70 
Questionnaire 
items 
Cronbach 
alpha scores 
for 10 
respondents 
a = .788 a = .710 a = .663 a = .968 a = 0.948 
Cronbach 
alpha scores 
for the 487 
respondents 
a = .939 a = .842 a = .756 a = .967 a = 0.963 
 
It seems that the interpretation of the alpha value should be approached with caution, 
as the higher the number of items the higher the alpha value which could camouflage 
the true measure of internal consistency. To reduce the risk of an unreliable instrument, 
due to the fact that the questionnaire contained 70 items, the alpha value for each 
concept was calculated independently, the results of which are provided above. 
 
Tables 2 and 3 provide the Cronbach Alpha, mean, median and standard deviation data 
for the second draft and final questionnaires. 
 
An early analysis of the pilot response data using Spearman's non-parametric test 
demonstrated the ability for this data to provide an initial focus for further qualitative 
research.  Table 4 shows all correlation data. 
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Questionnaire validity 
A clear distinction exists between internal validity and external validity.   Internal 
validity is associated with construct validity in terms of ".... whether an instrument 
actually measures what it sets out to measure" (Field, 2013, p.12) and external is 
associated with conclusion validity in terms of whether the results of a focal study can 
be applied in the same way in different settings (Easterby-Smith, Thorpe and Jackson, 
2008). 
 
Questionnaire sampling 
To avoid ‘sampling error’ questionnaires were distributed to the total population of 
1392 employees within one HEI, letting employees choose whether or not they reply.  
In total 487 completed questionnaires were received, a response rate of 34.98%. 
Following the general principles of Neuman (2006) a sampling ratio of 30% was 
deemed appropriate as a representative sample of the population as a whole.  
 
Table 5 provides a summary of respondents’ demographic profile; Table 6 provides a 
summary of cross tabulations for all demographic responses; and Table 7 provides a 
comparison of the total population and questionnaire respondents. 
 
The final self-administered questionnaire was distributed to 1,392 employees in March 
2013.  The decision to use self-administered questionnaires was influenced by the fact 
that this study was exploratory, as such the aim was to achieve a higher response rate 
from a larger and wider sample of participants to enable a more reliable analysis and 
exploration of responses together with minimising response contamination, in 
particular reducing the likelihood of receiving answers deemed to be more socially 
desirable (Dillman, 2000). Due to the unavailability of individuals during the Easter 
holiday period, a seven-week window of time was deemed sufficient for respondents 
to return their completed questionnaires.  Consideration of the academic year in terms 
of workload and peak periods, for example, assessment boards, and peak holiday 
periods influenced the timing of the questionnaire distribution.   The questionnaire, 
which was printed on buff colour paper, was distributed in paper format using 
individually addressed envelopes and included a pre-addressed return envelope to 
facilitate a less time consuming process and encourage participation.  Respondents’ 
first names and the signature of the researcher were hand written on each covering 
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letter creating a more personal process to encourage participation.  To reduce the 
probability of a nonresponse error, defined as "not getting some people in the sample 
to respond to the survey who, had they done so, would have provided a different 
distribution of answers than those who did respond" (Dillman et al., 1999, p.2), two 
interval follow-ups were executed as this has been shown to increase response rates 
(Simsek & Vega, 2001; Taylor & Lynn, 1998). These follow-ups took the form of 
organisation wide electronic notifications, the latter notification encouraging all 
employees to remind fellow colleagues to complete if they had not already done so. 
 
A scheduling framework based on Dillman, Smyth and Melani's Tailored Design 
Method (2011) was applied with the exception of a pre-notification invite; the 
researcher’s lack of awareness of this method at the time of questionnaire distribution 
is the only rationale as to why this stage was not applied.  In total three waves of 
invitations to participate were sent out, the first the actual questionnaire in paper 
format, the second and third electronic reminders distributed two weeks and six weeks 
after the initial survey distribution.  A final thank-you notification was sent out two 
weeks after the survey response date which included the overall response rate for this 
research.  This provided an opportunity to generate the interest of volunteers who were 
willing to participate in the interview process during December/January which is when 
a thorough analysis of the response data would be available. 
 
Whilst the logistics of distributing a paper based questionnaire is much more time 
consuming and costly compared to electronic distribution (Dillman, 2000), this 
method of distribution was considered more robust to ensure respondents’ anonymity 
was maintained and to optimise response rates.  Internet surveys as a research method 
appears to have both limitations and advantages.    Advantages are in relation to the 
inclusion of a wider population and therefore increasing the sample size and 
generalisability; cost; and time efficiency (Schaefer & Dillman, 1998).  Limitations 
include low response rates which can range from 6% to 68% (Schonlau, Fricker & 
Elliot, 2001) compared to mail survey response rates which can range from 25% to 
91% (Groves, 2006).  Technical challenges also feature in respect of questionnaire 
design, compatibility of computer programming language and the respondent’s 
technical competency (Dillman et al., 1999).  Moreover, workplace questionnaire 
distribution electronically could have resulted in a sampling error which is defined as 
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"error resulting from surveying a portion of the population rather than all of its 
members" (Dillman et al., 1999, p.2). This would be true in this case due to the fact 
that lower skilled workers do not have a requirement to frequently access their work 
email address and therefore they were highly likely to have been excluded.  
Consideration was given to the purchase of a licence for online surveys, however given 
the cost and one-time usage for the purposes of this research, the investment could not 
be justified.  The latter two limitations were the two main factors that influenced the 
decision to conduct a mail based survey. 
4.1.1 Quantitative Data Analysis 
All coded data was manually entered by the researcher into IBM Statistical Product 
and Service Solutions (SPSS) version 20.0 directly from the returned questionnaires.   
No reverse coding was used and missing values were left blank to avoid any potential 
misinterpretation of data, for example descriptive statistics (Polit & Beck, 2004).   
 
To inform the way in which data was analysed a frequency analysis of responses was 
conducted to determine the normality of the data, normality being defined as “data 
distributed symmetrically around the centre of all scores.  As such, if a vertical line 
was drawn through the centre of the distribution then it should look the same on both 
sides” (Field, 2013, p.19).   As the study data was not symmetrically distributed, nor 
did each response scale value have equal variance, non-parametric tests, designed to 
analyse data not normally distributed (Saunders et al., 2007) were used compared to 
parametric tests.   Parametric tests, which are considered more powerful, should be 
used where the data being analysed is normally distributed and have equal variance, to 
avoid the production of spurious results (Blumberg, Cooper and Schindler, 2005).  
Outliers, described by Field (2013, p.165) as "a score very different from the rest of 
the data" were considered during the data analysis process.   
 
An examination of internal consistency was also conducted to ensure responses to one 
particular questionnaire item were compatible with responses to other related 
questionnaire items.  For instance, 302 (approximately 62%) responses to 'I am 
enthusiastic about my job' were positive; 283 (approximately 58%) responses to 'I am 
passionate about the work I do' were positive which is not too dissimilar; and 292 
(approximately 60%) responses to 'I would describe myself as optimistic' were positive 
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as were 287 (approximately 59%) responses to 'I often experience positive emotions' 
leading the researcher to conclude that responses throughout the questionnaire were 
reasonably consistent. 
 
Examination of relationships 
Hypothesis testing, designed to test relationships or effects between variables, starts 
with the assumption that there is no effect or relationship between variable data.  This 
assumption, known as a null hypothesis and denoted by Hₒ, has two thresholds; p = 
0.05 meaning a 95% confidence level or that there is a 5% probability of the effect or 
relationship happening by chance; and a p = 0.01 meaning a 1% probability of the 
effect or relationship happening by chance.  
 
There are three types of correlation tests available in SPSS, Pearson's product-moment 
correlation, used to test data which is normally distributed and linear; Spearman's 
correlation used to test skewed or non-parametric data; and Kendall's correlation used 
to test small data sets which are skewed or non-parametric data (Field, 2000).  As the 
response data was not normally distributed or linear, Spearman's non-parametric test 
was used to examine relationships between the 70 items included in the questionnaire.  
A numerical measure which ranges from -1 to +1, known as the correlation coefficient 
and represented by r, provides an indication of the strength of relationships.  
Rowntree's (1991) guide to interpreting correlation coefficients was used, as shown in 
Table 8, to examine the strength of relationships between variables:  
 
Table 8: Rowntree’s Correlation Coefficient Guide (1991, p.170) 
Correlation coefficient     Strength 
0.0 to 0.2 Very weak, negligible 
0.2 to 0.4 Weak, low 
0.4 to 0.7 Moderate 
0.7 to 0.9 Strong, high, marked 
0.9 to 1.0 Very strong, very high 
               
Three types of correlation exist, positive, negative and zero.  A positive correlation 
indicates variable changes in the same direction, for example, the higher the response 
to 'My manager is supportive' the higher the response to 'My manager makes me feel 
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part of the team' (r = .868, p= <0.01).  A negative correlation indicates variable changes 
in the opposite direction, for example, the lower the response 'To me, my job is 
challenging', the higher the response to 'The work I do is too easy' (r= -.453, p= <0.01). 
A zero correlation indicates there may well be no relationship or effect between 
variables, for example, there may well be no relationship between 'My manager 
recognises me for the work I do' and 'I think negatively about the past' (r= -.091, p= 
<0.05). 
 
Correlations between variables do not imply causation (Fisher, 2007).  To identify any 
causal relationships further research would be necessary as there may be other 
variables causing a relationship, or indeed the relationship may be purely coincidental. 
   
Group Differences 
As the response data for this study was not normally distributed non-parametric tests 
were considered to analyse group differences such as the Kruskall-Wallis, Wilcoxon 
and Mann-Whitney tests.  The former two tests were not deemed suitable as they 
compare different groups in different conditions which wasn't applicable to this study.    
The Mann-Whitney test, which analyses whether differences exist between two 
independent groups, was appropriate for this analysis.  The Mann-Whitney test ranks 
the responses of two different groups from lowest to highest and looks at differences 
in ranked positions and “… if there is no difference between the groups then you 
should find a similar number of high and low ranks in each group” (Field, 2013, p.219).   
The tests provided data to show whether there was no statistically significant 
difference between groups; retaining the null hypothesis indicated no difference 
existed, and rejecting the null hypothesis indicated that a statistically significant 
difference existed between these independent groups.  Groups with higher mean ranks 
responded more positively compared to the groups with lower mean ranks. 
 
Tables 9 to 12 provide a sample of output from the Mann-Whitney tests including 
effect sizes which refer to the size of the differences between groups.   This is 
calculated using Rosenthal’s (1991, p.19) formula r = z/√N, the z-score provided by 
SPSS, and interpreted using Cohen’s (1988) classifications shown in Table 13. 
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Table 13: Cohen’s Classification 
Effect size Classification 
< 0.29 - a small effect 
= / >.29 and <.49 - a medium effect; and 
= / >.49 - large effect 
 
Descriptive and Inferential Statistics 
Descriptive and inferential statistics were used to analyse questionnaire response data.  
Descriptive statistics, concerned with describing findings from a sample, were used to 
analyse response frequency distributions for demographic characteristics and all 
questionnaire items.  Inferential statistics, concerned with "...making estimates and 
inferences about a wider population" (Fisher, 2007, p.115) were used to help draw 
conclusions, regarding generalisability of findings to a broader population, in this case, 
the broader population being all employees of the HEI used for this study. 
Consideration of particular group sizes, or sample sizes, in relation to making 
inferences about a particular population as a whole must be taken as "the bigger the 
sample, the more likely it is to reflect the whole population" (Field, 2013, p.44) the 
opposite applying therefore where sample sizes are small. 
 
Generalisability of findings from quantitative research 
It would be reasonable to conclude that the questionnaire findings can be used to make 
generalisations about the total population, in particular, the HEI used for this study.  
The characteristics of the total population however do not represent the wider 
population of the UK HE sector and therefore findings cannot be generalised.  The 
questionnaire however designed for this study can be used across a wider population, 
not just HE, to draw more reliable conclusions about generalisability. 
 
Quantitative data analysis was also reviewed by the Deputy Head of Clinical Sciences 
and Nutrition for the University of Chester for corroboration purposes. 
 
4.2 Interview design 
Interviews, which have been described as a discussion with purpose between two or 
more people (Kahn & Cannell, 1957), enable the researcher to collect primary 
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qualitative data to achieve the purpose of a research study.  It seems that there is one 
commonly used typology to categorise interviews described as unstructured 
interviews; semi-structured interviews and structured interviews (Saunders et al., 
2007).  Structured interviews, used for descriptive studies, collect quantitative data by 
recording pre-coded responses to pre-determined questions; Semi-structured 
interviews, used for exploratory and explanatory studies, collect qualitative data 
providing the researcher with more flexibility enabling the interviewer to vary 
questions, omit questions or add questions to a list of themes dependent upon the 
context of the interviewee and the interviewee’s responses to understand what is 
happening, why things are happening, how they are happening and relationships 
between variables; Unstructured interviews, used to collect qualitative data,  provide 
an opportunity for the interviewee to respond with a reasonable amount of freedom 
about a particular concept/element of the study.  Interviews can be conducted on a one-
to-one basis or with a group using various communication channels, for example face-
to-face, telephone or internet. 
 
As this study is exploratory, one-to-one semi-structured interviews were considered to 
be the most suitable method to collect qualitative data.  Interviews were conducted in 
a confidential setting to facilitate a more in-depth exploration to help explain reasons, 
and any causality, as to how and why participants felt the way they did in respect of 
how engaged they were with the university. This method also brought to light 
information not previously considered from the literature review. 
 
Consideration was given to the appropriateness of venues used for interviews to ensure 
the interview wouldn’t be disturbed and external noise would be minimal; the 
researcher’s dress code was smart but casual which is consistent with acceptable and 
normal dress code adopted by the university to minimise any bias, for example, 
responses may not be as open and honest if the researcher had worn a formal suit which 
may have affected the reliability of responses (Robson, 2002). 
The format of the semi-structured interview consisted of four parts: the introduction 
which included the provision of a consent form, Appendix 5, assuring confidentiality 
and confirmation that the researcher was not seeking to collect any confidential 
information (Healey & Rawlinson, 1994).  The interview participant was asked to read 
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and sign the consent form before the interview process commenced.   The second part 
posed demographic questions which may be referred to where differences in responses 
existed. The third part started by asking the interviewee about their role to help reduce 
any anxieties they may have by talking about familiar territory, also enabling the 
researcher to listen to contextual information, which may influence probing questions, 
and to show a genuine interest in the interviewee (Ghauri & Gronhaug, 2005).  
Standard themed questions were asked followed by open probing questions, where 
appropriate, to explore further the initial response.  “The chief advantage of the open 
question is the freedom it gives to the respondents” (Oppenheim, 1992, p.112) and 
helps to avoid bias (Easterby-Smith, Thorpe & Lowe, 2002).  To increase data 
reliability and reduce bias, clearly phrased open questions were used to probe further 
into the reasons why interviewees had self-rated as they did, using a scale between 0 
to 10 for each concept being explored; 10 representing the highest positive score and 
0 representing the lowest negative score.  Interviewees were asked to explain what 
their understanding of employee engagement and resilience were to ensure a common 
understanding of these concepts before asking for a self-rating; the researcher did not 
feel this clarification was needed for motivation and relationship with line manager as 
these were self-explanatory.  Where possible, the researcher asked the interviewee for 
examples of experiences, or critical incidents to explore and understand the effects of 
those experiences (Keaveney, 1995).  The fourth part reminded participants that 
confidentiality would be maintained, interview records would be coded and 
anonymous, findings from this study would be shared with appropriate audiences, 
anonymity would be maintained at all times; work will be published at some point in 
the future and to thank them for their time. Interviewees were also asked if they would 
be willing to read through the transcription of the interview for accuracy and also 
provided them with an opportunity to add anything further. 
The framework and questions used for the semi-structured interview are shown in 
Appendix 6.  
Interview reliability 
The ability of the researcher to deviate from asking pre-determined questions is a 
concern in respect of reliability and consistency of findings, for example, would 
another researcher collect similar or different data (Easterby-Smith, Thorpe & Lowe, 
2002) as a result of interview bias which could relate to interviewer bias.  Interviewer 
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bias includes the way in which questions are asked, trust and credibility.   Interviewee 
bias, includes withholding sensitive information to avoid probing questions; sample 
bias where certain groups may not be represented; or response bias where interviewees 
may respond in a more negative or socially desirable way.  It is important to note that 
the findings from the semi-structured interviews cannot be generalised to the 
population sample given the small numbers of interviewees and the complex and 
dynamic nature of the concepts being explored; the data reflecting reality at a point in 
time, and therefore subject to change (Marshall & Rossman, 1999), for those 
respondents willing to be interviewed. 
 
To promote the reliability of the qualitative data, potential interviewees were provided 
with a list of themes when invited to participate in the interview process. This provided 
them with an opportunity to consider their responses to provide a fuller account, in 
addition to information they may wish to bring with them, should they volunteer to 
participate.  A Participant Information Sheet was forwarded electronically to each 
willing participant in advance of the interview, Appendix 7.  
Each interview was allocated a unique code, recorded using two digital recorders, 
transcribed as soon as possible after the interview and coded using a themed analysis 
by the researcher.  A sample of the Qualitative data, 4 interview transcripts, were also 
reviewed, coded and themed by the Director of Human Resources, who was felt to 
have both the appropriate knowledge of the concepts included in this study and 
impartiality, to vindicate the reliability of the analysis completed by the researcher. 
The analysis of this sample was consistent with the researcher’s themes; findings are 
provided in Chapter 5. 
 
Interview sampling 
A request for volunteers to participate in further research was included in an 
organisation wide thank you notice to those who had completed the questionnaire.   
Thereafter a purposive diagonal sampling technique was applied, using demographic 
characteristics, to select interview participants to ensure they were representative of 
the population.  Direct approaches to employees were made via email, Appendix 8, by 
the researcher where particular groups weren’t represented. 
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Other demographic characteristics, included in the questionnaire, were identified 
during the interview as they may or may not have been a factor between any response 
differences identified at the analysis stage.  Participants whose roles were as a 
researcher, even though classified as a support role, were categorised as an additional 
group of roles due to the nature of their work, for example, when compared to more 
generic administrative, clerical or manual roles.   
Table 14 provides a summary of the purposive sample: 
Table 14: Purposive interview sample 
Group Academic Support Permanent Fixed-
term 
Full-
time 
Part-
time 
Male 5 5 7 3 10 0 
Female 6 7 11 2 10 3 
Total 11 12 18 5 20 3 
  
Additional demographics for this sample group are provided in Appendix 9. 
 
Cultural differences, which may impact on misinterpretations of information for both 
interviewer and interviewee, were not perceived to be a difficulty given the fact that 
the majority of the sample population's ethnicity was white and British.  The semi-
structured interview and provision of transcripts to interviewees provided 
opportunities to explore and clarify meanings where necessary. 
 
Saturation Theory 
Saturation theory, defined by Glaser and Strauss (1967) as “… the point at which no 
additional data are being found whereby the (researcher) can develop properties of the 
category. As he sees similar instances over and over again, the researcher becomes 
empirically confident that a category is saturated …” (p.65).  To conduct 487 
interviews with all questionnaire respondents was impractical, as such the researcher, 
in determining the purposive sample size for the semi-structured interviews, was 
conscious of ensuring that a point of saturation was achieved for this particular study 
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to assure no new information was omitted.  Described by Morse (1995) as an ‘elastic’ 
concept “… saturation is the key to excellent qualitative work …,” (p.147) however it 
seems that there is a lack of information about the process of achieving a point of 
saturation (Ando, Cousins, & Young, 2014).  Likewise, Guest, Bunce and Johnson 
(2006) observed that “… literature did a poor job of operationalizing the concept of 
saturation, providing no description of how saturation might be determined and no 
practical guidelines for estimating sample sizes for purposively sampled interviews” 
(p.60).  The number of interviews conducted, it seems, is determined by what needs to 
be achieved from the data analysis, however this is dependent upon data complexity, 
experience of the investigator/s and availability of data analysts (Ryan & Bernard, 
2004).  Guest, Bunce and Johnson (2006) found that 92% of the total number of codes 
was created after twelve out of the sixty interviews were conducted.  These findings 
seem to be consistent with Nielsen and Landauer’s (1993) model which showed that 
six interviews can uncover 80% of the total number of codes which levels off at around 
90% after approximately twelve interviews.  
 
4.2.1 Qualitative Data Analysis 
Braun and Clarke (2006) refer to Holloway and Todres' (2003) description of 
approaches to qualitative data analysis as being "... incredibly diverse, complex and 
nuanced" (p.4), and contend that research reports often provide insufficient detail 
about the analysis process and researcher's assumptions, values and paradigms which 
determine the emerging themes.  They argue that qualitative data analysis is often 
superficially referred to by authors, such as the data was “subjected to qualitative 
analysis for commonly recurring themes” (Braun & Wilkinson, 2003, p.30), as such 
impedes other researchers’ ability to compare and synthesize other or future studies 
(Attride-Stirling, 2001). 
 
Braun and Clarke (2006) also maintain that a thematic analysis, described as “… a 
method for identifying, analysing, and reporting patterns (themes) within data” (p.4) 
should be seen as a recognized and foundational method for qualitative analysis.  It 
seems however that there is no consensus about how a thematic analysis is conducted 
(Tuckett, 2005).  Different methods, such as grounded-theory analysis, formulated by 
Glaser and Strauss (1967), the development of theory through observation of a process 
or event in different settings and discourse analysis, loosely defined by Taylor (2001) 
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“the close study of language in use” (p. 5) require a commitment to theory 
development (Holloway & Todres, 2003).  Whereas a thematic analysis which is not 
associated with any existing theory has more flexibility, as such questions the validity 
of the data in the absence of clarity of process. A six phase analysis, presented in this 
section, is provided by Braun and Clarke (2006) to provide clarity and therefore 
minimising opportunities for researchers to misrepresent data.   They assert that all 
researchers should learn how to conduct a thematic analysis "... as it provides core 
skills that will be useful for conducting many other forms of qualitative analysis" (p.4).  
The researcher took heed of this advice and manually conducted a themed analysis of 
all the transcribed data collected from the 23 semi-structured interviews. 
 
Braun and Clarke (2006) also contend that a good thematic analysis will make clear 
the assumptions and theoretical position the researcher took throughout the thematic 
analysis.  For this study, the researcher maintained a contextualist framework 
throughout the six phase analysis, a middle ground between realist, reporting the 
reality of interviewees, and constructionist methods, the effects events have on the 
construction of reality. This contextualist approach enabled the researcher to permeate 
the surface of what participant's interpreted to be their reality, seeking to identify any 
contextual characteristics or conditions which may or may not influence the 
individual's account of their feelings of engagement.  The researcher made two 
assumptions about the data, firstly the interpretation of reality is unique to each 
participant, and secondly the belief that the participant was being truthful about the 
information shared. 
 
Interview data analysis 
Qualitative data analysis involved six phases including: Data Familiarisation; 
Generating initial coding; Searching for Themes; Reviewing Themes; Defining and 
naming Themes; Producing the report (Braun & Clarke, 2006).  Even though there are 
particular incremental phases to the process of conducting a thematic analysis, it is 
important to recognise that it is a recursive process and not a linear process as such a 
flexible approach is appropriate (Patton, 1990).  During the analysis process, the 
researcher maintained a clear line of sight between the interview data, in relation to 
determining prevalence, importance and proportionality of a theme, and two of the 
four overarching research objectives to: 
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• Explore the factors that most/least influence Employee Engagement 
• To detect differences between various groups 
 
Prevalence can be measured in a number of ways, dependent upon the claims the 
researcher wants to make from the data set (Braun & Clarke, 2006).  This could be a 
detailed account of a particular theme or an accurate description of themes identified 
from the complete data set.  Taking into consideration the aims and objectives of this 
study, the researcher adopted an inductive approach to the thematic analysis by 
identifying and coding all themes reflected in the complete data set, which included 
23 interviews.  This inductive approach, a data-driven approach facilitated the 
identification of themes without trying to fit them into the researcher's preconceptions.  
The alternative deductive approach to the thematic analysis, a researcher-driven 
approach to answer a specific research question relating to a particular aspect 
contained within the data set was not considered appropriate for this exploratory study. 
 
The identification of themes, described as "abstract (and often fuzzy) constructs the 
investigators identify [sic] before, during, and after analysis" (Ryan & Bernard, 2000, 
p.780) was also a consideration prior to any analysis in terms of the level of 
identification.  Boyatzis (1998) identifies two levels, semantic or explicit, or latent or 
interpretative.  As the semantic level takes a more superficial approach, where 
descriptive data is void of any broader meanings, a latent level of data analysis was 
taken which aimed to identify underlying meanings which informed the semantic level 
data; this approach would enable a more in-depth analysis of data for this exploratory 
study. 
 
Data Familiarisation 
The first phase of the data analysis, which forms the bedrock of the analysis, was to be 
familiar with the data set.  In practical terms the process of interviewing and 
transcribing recordings of interviews was conducted by the researcher, which was an 
excellent way to become familiar with the data (Riessman, 1993).  The total recording 
time for all 23 interviews amounted to 14 hours and 10 minutes, which subsequently 
took approximately 56 hours and 40 minutes to transcribe.  Transcripts of the recorded 
data provided a verbatim record of interviews capturing a true account aiming to 
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minimise misinterpretation of data, for example mis-punctuation which may alter 
meaning of data.  Each interview was allocated a unique code, for example M1A, 
interviewee number one, male and academic, F2S, interviewee number two, female 
and support staff, M3Sr, interviewee number three, male, support staff and a 
researcher.  In addition to digitally recorded interviews, written notes were made which 
enabled the researcher to remain focused and maintain concentration (Ghauri & 
Gronhaug, 2005).  Transcripts were also checked for accuracy against recordings prior 
to generating initial codes.  Even though time consuming, this process generated initial 
ideas for coding the data, such as job interest, meaningful training and positive 
manager traits including, being supportive and ‘having the followers’ back’.   
 
Generating initial coding  
The second phase manually coded the entire data set to identify interesting aspects and 
relevant context; codes and number of codes which emerged from each interview were 
recorded for the purposes of saturation and frequency.  Coded data were collated prior 
to determining themes, for example codes such as ‘The job itself is interesting’ and 
‘I’m lucky to have my dream job so I am going to be engaged with it’ were collated 
prior to searching for themes.  The total number of codes identified were 206.  
Monitoring during the code creation process shows that saturation point was achieved 
after the twelfth interview; 157 (76.21%) codes were created after the sixth interview, 
and 191 (92.71%) after the twelfth interview. Appendix 10 provides a summary of 
code creation. 
 
Searching for Themes  
The third phase involved the sorting and grouping of all coded data items into themes.  
The process of sorting codes into themes was an iterative and evolving process to 
ensure themes accurately reflected the grouped coded data. The examples provided in 
section 5.2 were initially themed as ‘Job Enjoyment’.  Appendix 11 provides a visual 
representation of the initial thematic map; the total number of themes identified were 
129. 
 
Reviewing Themes 
The fourth phase involved reviewing these initially identified themes to ensure themes 
were meaningfully coherent, did not overlap or conflict, and accurately and 
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appropriately reflected the coded data. For example, the initial theme ‘Job Enjoyment’ 
became ‘Job Enjoyment, passion, and meaning influences Engagement and 
Motivation’. 
  
Defining and naming Themes 
Phase five involved defining and refining the scope of each theme, and how the themes 
relate to each other. The reviewed theme of ‘Job enjoyment, passion and meaning 
influences Engagement and Motivation’ was defined as ‘Passionate about a job an 
individual truly cares about and believes in.  A job which provides meaning, purpose, 
and variety enabling personal and professional growth and responsibility.  The 24 
emerging meta-themes and definitions are provided in Appendix 12.  Appendix 13 
provides a visual representation of the revised thematic map, in particular meta-themes 
and linkages.   
 
Producing the report 
The sixth and final phase of the analysis was the production of a coherent and logical 
account of the findings which is presented in section 5.2.0 of section two, chapter 5. 
 
4.3 Generalisability of findings from qualitative research 
There appears to be a number of arguments relating to the generalisability of 
qualitative research in respect of the rigour of a research project and its significance to 
existing theory (Saunders et al., 2007).  Bryman (1988) suggests that a qualitative 
research project restricted to one site is likely to be a more rigorous study and therefore, 
in other contexts, more useful when compared to a qualitative research project which 
includes a number of disparate sites.  Marshall and Rossman (1999) indicate that 
findings from a particular case study can demonstrate a broader significance when 
related to existing theory.  
 
4.4 Research Design Limitations 
The first limitation of this study is that data was self-reported, the second limitation is 
that the data source was from one HEI, and the third limitation is that the study was 
cross-sectional. Generalisability of the research findings is not advised in the absence 
of any external validity. 
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4.5 Assumptions 
Assumptions made related to this study include: 
 
a) the interpretation of an individual's personal experience of work is a perception 
unique to them dependent upon how they view life at any particular time; 
b) all individuals have the potential to be engaged with their work and the 
organisation they work for; 
c) all individuals seek out positive work experiences irrespective of their motives 
to work; 
d) individuals who positively experience work are more engaged; 
e) employee engagement can be positively or negatively influenced; 
f) employee engagement is a dynamic concept. 
 
4.6  Delimitations 
Delimitations or factors not examined in this study include: 
 
a) reasons why individuals went to work; 
b) personal non-work related circumstances; 
c) the effect of the economic climate; 
d) length of time in current role, recent promotion, recent changes to line 
manager, salary increases, geographic location, ethnicity, disability and 
religion were not included in this study; 
e) gender of the line manager; 
f) the effect of employee engagement on job performance. 
 
Whilst chapter 4 provides more of an overview of the research processes including 
design, sampling, data collection, and data analysis approach for this study, chapter 5 
presents key findings that emerged from the data analysis.   
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CHAPTER 5 
 
5.0 RESEARCH DATA ANALYSIS AND FINDINGS 
 
In this chapter all of the data collected between April 2013 and March 2014, as outlined 
in chapter 4, are presented and examined in detail.  Section one presents the 
quantitative data, section two presents the qualitative data, and section three integrates 
and summarises both quantitative and qualitative data.   
 
It is important to note that correlation data, in particular Spearman’s correlation data 
does not prove causality between constructs included in the questionnaire, however 
did identify areas of interest.  Together the correlation data and interview data enabled 
the author to draw out themes and achieve a richer understanding of the survey data 
where causality between variables was shown. 
 
This analysis aims to: explore relationships between engagement, motivation, 
resilience and the quality of the relationship with the line manager; explore the factors 
that most or least influence engagement; and to detect differences between groups. 
 
SECTION ONE: QUANTATITIVE DATA ANALYSIS 
 
Quantitative data was collected using a questionnaire which was distributed to a 
population of 1392 (n) employees at one HEI.  487 respondents participated in the 
survey which is representative of 34.98% of the population.  Data analyses were 
conducted using SPSS to obtain descriptive and inferential statistics to describe 
findings from the sample and to help draw conclusions.  The data is used to highlight 
relationships, relationship strengths, similarities and differences which are significant 
to this study. 
 
Descriptive statistics, responses to all questionnaire items for all 487 respondents are 
shown in Appendix 14; the demographic profile of the sample population is shown in 
Appendix 15.    Responses to the questionnaire were classified, as shown in Table 15, 
ranging from 'Highly Engaged' or ‘Highly Motivated’ to 'Disengaged' or 
‘Demotivated’.  
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Table 15: Classification of Flow 
SPSS Response 
Code Protocol 
Group  Classification Description  
6 Group 1 (n = 133) Always in a state of flow (Highly Engaged, 
Motivated, Resilient or High Quality 
Relationship with the Manager) 
5 Group 2 (n = 175) Very often in a state of flow (Engaged, 
Motivated, Resilient or Quality 
Relationship with the Manager) 
4 & 3 Group 3 (n = 153) Often or Sometimes in a state of flow 
(Moderately Engaged, Motivated, Resilient 
or Moderate Quality Relationship with the 
Manager 
2,1 & 0 Group 4 (n = 25) Rarely, Almost Never or Never in a state of 
flow (Disengaged, Demotivated, Low 
resilience or Low Quality Relationship with 
the Manager 
 
 
These classifications were identified by responses to the question 'Time flies when I'm 
working' implying that respondents are completely engrossed or engaged with the task 
in hand to the extent they lose track of time.  This phenomenon is described by 
Csikszentmihalyi (1975) as being in a state of flow, a necessary condition for people 
to be completely engrossed in their work.   
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Out of the 487 respondents, 49.50% were more positively engaged compared to the 
remaining 50.50%.  The researcher was curious to understand what factors influenced 
engagement levels and how motivation, resilience and the quality of the relationship 
with the line manager interplayed with engagement. 
 
Correlation data using Spearman's non-parametric test to examine relationships for 
these four classifications is provided in Tables 17 to 23.  Ragin's (1987) method of 
agreement and difference was adapted to compare strong and moderate relationships, 
outputs of Spearman's tests; similarities and differences are shown in Figure 5 
    
FIGURE 5: METHOD OF AGREEMENT AND DIFFERENCE FOR 
FOUR CLASSIFICATIONS OF FLOW 
 
GROUP 1 – 
ALWAYS IN A 
STATE OF FLOW 
GROUP 2 – 
VERY OFTEN IN 
A STATE OF 
FLOW 
GROUP 3 – OFTEN OR 
SOMETIMES IN A STATE 
OF FLOW 
GROUP 4 – RARELY, 
ALMOST NEVER OR 
NEVER IN A STATE 
OF FLOW 
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KEY: Each letter represents a questionnaire item 
a: job enthusiasm & enjoyment 
b: achieving tasks 
c: sense & purpose 
d: knowing how the role contributes 
to the overall direction of the HEI 
e: being optimistic 
f: confidence in their ability to do the 
job effectively 
g: thinking positively about the 
future 
h: positive about the work they do 
i: being part of the team 
j: supportive of the University’s 
values 
k: respect for their manager 
l: pride in the work they do 
m: feeling positive about the 
changes facing the HE sector 
q: easier to detach from their work 
r: manager involves them in the goal setting 
process 
s: manager inspires them to exert extra effort 
t: negative emotions about the past 
u: lives in the present moment 
v: confident and optimistic 
w: positive emotions about the future 
x: performance is strongly influenced by their 
manager 
y: higher quality relationship with their 
manager 
z: confidence in their manager’s integrity 
aa: manager is open to feedback 
ab: manager is supportive 
ac: manager makes them feel hopeful for the 
future 
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n: work being just right 
o: job is challenging 
p: manageable workload 
ad: manager lets them know how well they are 
doing in their role 
ae: manager makes them feel part of the team 
af: less autonomy over the way they manage 
their time 
 
 
Ragin’s (1987) method of agreement and difference was adopted to analyse data from 
the Mann-Whitney tests which established whether statistically significant differences 
existed between demographic groups. 
 
Whilst Figure 6 shows the response profile for these classifications by concept for all 
respondents, Appendices 16 to 19 show demographic responses. 
 
Figure 6: Percentage Response Profile by Classification for all 487 Respondents 
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Responses classified as being Disengaged, Demotivated, Low Resilience and Low Quality relationship with
the line manager
Responses classified as Moderately Engaged, Motivated, Resilient & and having a Moderate Quality
relationship with their line manager
Responses classified as Engaged, Motivated, Resilient & and having a Quality relationship with their line
manager
Responses classified as Highly Engaged, Motivated, Resilient & and having a High Quality relationship with
their line manager
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Inferential statistics, correlation data using Spearman's non-parametric test to examine 
relationships between concepts for all 487 respondents, are provided in Table 16.   
 
The findings from this analysis are organised into four sections: Relationships between 
Concepts; Group Differences and Similarities; Findings by Concept and Initial 
Conclusions. 
 
5.1.0 Relationships between Concepts 
Figure 7 shows how leadership interrelated with engagement, motivation and 
resilience to a lesser extent; the majority of strong relationships existing amongst 
leadership characteristics with zero strong relationships between leadership, 
engagement, motivation and resilience. 
 
FIGURE 7: SUMMARY OF CORRELATION STRENGTHS FOR ALL 
RESPONDENTS 
Concepts          
(The number 
in brackets 
denotes the 
number of 
relationships 
between 
specific 
concepts) 
Correlation coefficient 
Very weak, 
negligible 
Weak, low Moderate Strong, 
high, 
marked 
Very 
strong, 
very high 
0.0 to 0.2 0.2 to 0.4 0.4 to 0.7 0.7 to 0.9 0.9 to 1.0 
E and E (136) 5.89% (8) 20.59% (28) 69.12% (94) 4.40% (6) 0% (0) 
E and M 
(289)  
21.80% (63) 44.98% 
(130) 
32.18% (93) 1.04% (3) 0% (0) 
E and R (238) 27.32% (65) 60.08% 
(143) 
12.18% (29) 0.42% (1) 0% (0) 
E and L (374) 23.86% (89) 73.19% 
(273) 
2.95% (11) 0% (0) 0% (0) 
M and M 
(136) 
24.27% (33) 50.74% (69) 24.26% (33) 0.74% (1)  0% (0) 
M and R 
(238) 
28.38% (67) 59.75% 
(141) 
11.02% (26) 0.85% (2) 0% (0) 
M and L 
(374) 
23.53% (88) 71.93% 
(269) 
4.54% (17) 0% (0) 0% (0) 
R and R (91) 12.08% (11) 58.24% (53) 28.57% (26) 1.09% (1) 0% (0) 
R and L (308) 44.81% 
(138) 
43.51% 
(134) 
11.68% (36) 0% (0) 0% (0) 
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L and L (231) 0% (0) 13.42% (31) 53.24% 
(123) 
33.34% (77) 0% (0) 
Total No. of 
relationships 
(2412) 
23.30% 
(562) 
52.69% 
(1271) 
20.24% 
(488) 
3.77% (91) 0% (0) 
 
 
This suggests that leadership is a more independent concept compared to the other 
three concepts being explored, which could be interpreted as leadership being less of 
an influence on engagement, motivation and resilience.  However, the majority 
(52.07%) of respondents indicated that their performance was often, very often or 
always strongly influenced by their manager. 
 
The strongest positive correlation was found to be between the manager being 
supportive and the manager making the follower feel part of the team.  The second 
strongest positive correlation existed between the follower having confidence in their 
manager’s abilities and their manager’s integrity.   The third strongest positive 
correlation was between the follower having confidence in the manager's abilities and 
having respect for the manager.  The fourth strongest positive correlation existed 
between the manager being supportive and the follower feeling fairly treated. 
 
The strongest positive correlations related to the manager inspiring the follower to 
exert extra effort existed for the manager recognising the follower for the work they 
do, and the manager making the follower part of the team.  In contrast the weakest 
negative correlation was found between the manager inspiring the follower to exert 
extra effort and the manager thinking negatively about the past, implying that the more 
negative the thoughts, the less inspirational the manager.  Similarly, a weak negative 
correlation existed between the manager thinking negatively about the past and the 
follower's performance being strongly influenced by the manager, implying lower job 
performance the stronger the negativity. 
 
Strong correlations were found between engagement, motivation and resilience where 
high energy levels were associated with job enthusiasm, passion and enjoyment. 
Having a sense of purpose and being inspired by the job were also strongly correlated, 
inferring that having a sense of purpose makes a difference between job enthusiasm 
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and being inspired by the job; the latter emotion implying the exertion of even more 
effort. 
 
A strong sense of purpose, knowing how the role contributes to the overall direction 
of the institution, job enthusiasm and job inspiration were often found to be associated 
with the manager making the respondent feel hopeful for the future and the manager 
inspiring them to exert extra effort.  All of these work related characteristics were 
positively associated with motivation. 
 
Feeling part of the team was moderately associated with a positive relationship with 
the line manager and the line manager inspiring the follower to exert extra effort.  
Feeling part of the team and being supported by the manager positively related to 
resilience. 
 
The strongest moderate relationships between engagement, motivation and resilience 
showed that: job enjoyment, enthusiasm and passion; having meaning and a strong 
sense of purpose; feeling proud about what they do; having confidence in their ability 
to be effective in their role; and the ability to achieve tasks were all important factors 
which positively related to these three concepts. 
 
Relationships between feelings associated with being fairly paid and other work 
characteristics were found to be negligible or weak. 
 
5.1.1 Group Differences and Similarities 
 
Classifications of Flow 
Job enthusiasm and enjoyment and having a sense of purpose were common 
characteristics amongst all four classifications of flow which could be described as 
foundational work characteristics important to all employees irrespective of how 
engaged they may be.  Groups 1 and 2, the most engaged groups, experienced more 
positive emotions compared to Groups 3 and 4.  Positive emotions related to having 
confidence in their abilities to do their job well, feeling positive about the work they 
do and supportive of the university's values. 
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Task achievement and feeling part of the team were common to Groups 1 and 4, 
however the latter group finding it easier to detach themselves from their job and 
experiencing stronger negative emotions compared to Groups 1 and 2.  Negative 
emotions related to having less autonomy over the way in which they manage their 
time; their workload being less manageable; having less of a belief in having the right 
skills, knowledge and experience to do their job effectively; and having less of a belief 
that they were in control of their own destiny in life.  Group 4, the most disengaged 
group, had stronger negative emotions about the past which, prima facia, makes it 
easier to detach from their work implying a breach of their Psychological Contract 
(PC) had occurred at some point in their employment history.  The breach was however 
not significant enough to violate their PC but creating feelings of detachment and 
possibly wanting to leave should the opportunity arise.  This group also had a higher 
quality relationship with their manager and indicated that their performance was 
strongly influenced by their manager which could be interpreted as being more 
engaged and dependent on the manager to keep them enthusiastic about their job and 
having a sense of purpose.  These findings infer a much more hands on approach for 
the manager suggesting they are much more instrumental in preventing staff turnover 
which is associated with breaches of the PC. 
 
Group 3, those often or sometimes in a state of flow, found their work to be just right 
suggesting that opportunities to learn are restricted therefore stifling the exertion of 
effort.  This group also found it easier to detach from their work and more dependent 
on their manager to inspire them to exert extra effort compared to Groups 1 and 2 and 
less dependent than Group 4.  Group 3 did not experience as many negative emotions 
compared to Group 4. 
 
5.1.2 Demographic Groups 
Gender 
Males were found to be more engaged, motivated and resilient compared to females, 
however they were found to have a lower quality relationship with their manager.  
Males felt more passionate about their work, more resilient mentally at work, and more 
confident in their ability to achieve.  Females had a stronger association with being 
part of their team and also indicated that their manager was more instrumental in 
making them feel part of the team.  Females also felt that their line manager was more 
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supportive and they were more inspired by their line manager to exert extra effort.  The 
data suggests that females were more concerned with the social side of the working 
environment, and more dependent on or giving more importance to the quality of the 
relationship with their manager with respect to being engaged. 
 
Contract Type 
Part-time respondents were found to be more motivated, resilient and had a higher 
quality relationship with their manager compared to full-time respondents, however 
they were found to be less engaged.  Part-timers’ lower levels of engagement could be 
interpreted as having other non-work priorities which may restrict their attachment or 
commitment to the organisation.  The data may also suggest that part time respondents 
have to be more resilient and motivated and have to work harder to achieve tasks and 
overcome operational hurdles which may not exist for full-time respondents. Part-time 
respondents are also likely to be more dependent upon and likely to be interacting with 
their manager more often compare to full-time respondents. 
 
Role Type 
Academics were found to be more engaged and more motivated compared to support 
staff.  However, Academics reported lower resilience and lower quality relationships 
with their manager.  Academics are autonomous in their roles with their loyalty and 
dedication being more likely to be focused on their particular specialism compared to 
any other work related characteristics.  The differences observed between these two 
groups demonstrate the strength of their commitment and pride associated with their 
work. The modus operandi of an academic are likely to be the reason why they are less 
associated with being part of a team and less likely to have a present time perspective 
given the fact they have to always be thinking ahead with respect to programme 
development, time tabling, research, publications and scholarly activity. 
 
Contract Status 
Permanent respondents were found to be more engaged and more resilient compared 
to fixed-term respondents, however they were also found to be less motivated and 
having a lower quality relationship with their manager. This data suggests that fixed-
term respondents, the majority of which had less than 2 years’ service, were more 
enthusiastic about their jobs whilst experiencing opportunities to develop compared to 
permanent respondents, the majority of which had more than 5 years’ service, who 
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have become stagnant in their roles in addition to having organisational memories or 
experiences of being treated less favourably.  For example, application of HR 
procedures may be less stringent for fixed-term employees given the fact that there is 
an agreed expiry date to their employment contract, meaning it may be perceived easier 
not to ‘rock the boat’ and manage performance or attendance through formal time 
consuming processes; thus creating an uneven playing field. 
 
Length of Service 
Respondents with less than 2 years’ service had highest levels of motivation and 
highest quality relationship with their manager which suggests that this group were 
motivated to learn about the job and as such were more dependent upon their manager 
creating a need to work closely with them.  These respondents felt as though they were 
much more a part of the team compared to those with between 2 and 10 years’ service, 
suggesting that new employees are much more team dependent until they settle into 
the organisation and understand more clearly its culture. 
  
Respondents with 20 or more years’ service had the highest levels of engagement and 
resilience.  This group had more autonomy over who they worked with in their team 
which suggests that they have more voice and flexibility in relation to the work they 
do, possibly more project based pending possible retirement and/or having an 
increased scope of decision-making.  
 
Respondents with between 2 and 5 years’ service had the lowest levels of engagement, 
motivation, resilience and lowest quality relationship with their line manager.  This 
could be interpreted as respondents becoming stagnant in their roles after 2 years with 
energy waning as few or no opportunities to be challenged and develop further in their 
roles compared to those with less than 2 years’ service who are still likely to be 
experiencing challenge and learning on the job as it is still relatively new.  The dip 
which occurs after 2 years’ service also appears to be related to respondents’ workload 
being less manageable, less passionate about the work they do, less motivated by CPD 
and feeling less fairly paid, possibly due to the automatic pay increment each year 
based on tenure and not performance, or having reached the maximum pay point on 
their grade.  It seems that employees plateau after 2 years, manifesting in less positive 
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emotions about the past which may have been as a result of unfulfilled expectations 
during the embryonic stages of their employment. 
 
Age 
The most motivated and most resilient group were respondents aged 55 and over.  This 
age group were more enthusiastic and challenged in their job, highly motivated when 
at work and less distracted by everything else around them.  They felt that their 
workload was more manageable, and had more autonomy in relation to how they 
managed their time.  This group were more supportive of the university's values and 
had a better understanding of how their role contributed to the overall direction of the 
university as well as having a stronger sense of meaning and purpose.  The work they 
did was less easy however finding it just right enabling them to develop and master 
new skills.  This group were more optimistic and had more confidence in their ability 
to achieve even though they felt less positive about the changes facing the HE sector.  
Their thoughts about the past, which were consistent with their line manager, were 
more positive thoughts.  They were also more positive about the work they did and 
about the future; data showed that they were more resilient mentally at their job, 
compared to those aged 25 to 44.  They also had a stronger sense of being part of a 
team, however felt that the manager had not been as instrumental in achieving this 
compared to other age groups.  Performance in their role was not as strongly influenced 
by their line manager as it was for those aged 25 to 34.  This more seasoned and 
experienced age group are likely to be more appreciative of their time in the workplace 
as they play out the remaining winter years of their careers.  Life’s experiences together 
with the ability to bounce back from adversity, the ability to be reflective and think 
holistically can only serve to enhance resilience and motivation compared to a more 
immature mind set of getting stuck in trivial detail. 
 
The most engaged age group, and least resilient, were respondents aged 45 to 54.  This 
group were more immersed, focused and challenged in their job.  They were more 
supportive of the university's values than most of the other age groups and had a 
stronger sense of purpose compared to those younger than age 25 however did not 
have such a strong sense of purpose compared to those aged 55 and over.  They also 
felt less positive about the changes facing the HE sector compared to those younger 
than age 25 and had more difficulty detaching themselves from their job compared to 
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those aged 25 to 34.  Even though the data showed them to be the least resilient group, 
they considered themselves to be more resilient mentally compared to those aged 25 
to 34.  They were however less positive about the past which was consistent with their 
line managers thinking relating to the past and less positive about the work they do 
compared to those aged 55 and above.  They did not see their manager as being part 
of the team, nor did they feel that their line manager made them feel part of the team 
as much as those aged 25 to 34.  It seems that this group of respondents aged 45 to 54 
could be at a watershed in their careers, on one hand engaged with the job itself, 
however experiencing some uncertainty about the type of work they did given the 
changes facing the HE sector which were likely to change their roles and role demands.  
This group were likely to be feeling vulnerable due to being at the autumn of their 
career as such limiting career choices and therefore feeling handcuffed to the 
institution adversely affecting resilience.  Being unclear about their identity and not 
feeling part of a cohesive team is also likely to adversely affect their levels of overall 
resilience; a negative work environment is also likely to influence negative emotions 
which in turn are likely to adversely affect resilience.  
 
The least engaged and least motivated group were respondents younger than age 25 
albeit this same group had the highest quality relationship with their line manager.  
This group were not as immersed in their work, focused less on their job and showed 
more interest in everything else around them compared to all other age groups. They 
also found their work too demanding for their abilities even though they found their 
workload more manageable.  They did think more positively about the future implying 
that their employment at this particular university was a stepping stone to other greater 
life experiences.  At this relatively young age it is likely that they have yet to discover 
their true strengths and career aspirations.  These findings also suggest that managers 
have failed to effectively match job tasks with abilities which is de-motivational where 
the on the job development gap is too big.  The high quality relationship with their line 
manager could be influenced by this age group’s need for the presence of a supportive 
parental figure. 
 
The lowest quality relationship with the line manager was found to exist for 
respondents aged 35 to 44.  They did not see their manager as being part of the team, 
nor did they feel that their line manager made them feel part of the team as much as 
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those aged 25 to 34. Performance in their role was not as strongly influenced by their 
manager as it was for those aged 25 to 34.  These findings suggest that a lower quality 
relationship with managers is influenced by their inability or lack of appetite in 
creating a cohesive team resulting in individuals not knowing how to work together; a 
breeding ground for confusion, uncertainty and possibly mistrust. 
 
Grade 
Data shows that grades E1 and above had the highest levels of engagement and 
motivation however the highest percentage for low levels of resilience.  A strong sense 
of purpose, autonomy and decision making are likely to influence this more senior 
group of respondents.  However, the risk associated with senior decision making and 
organisational responsibility would also create a feeling of exposure should wrong 
decisions be made, as such putting job security at risk. 
   
Grades OS1 to OS3 had both the highest quality relationship with their line manager 
and the highest percentage for the lowest quality relationship with their line manager.   
This group of lower graded respondents are likely to be more operational and hands-
on working at the coal-face of the organisation.  The reactive and dynamic pace of 
these front facing roles will therefore interact more frequently with their line manager 
as they require ongoing support and guidance.  This close working, dependent 
relationship therefore establishes either a high or low quality relationship between the 
follower and line manager.  This same group also had the highest percentage of 
responses for low/disengagement, low/demotivation and low quality relationship with 
the line manager. However, it did have the highest levels of resilience likely to be 
manifested through the need to maintain their job security albeit in some cases working 
with an ineffective and disrespected manager.    
 
5.1.3 Findings by Concept 
 
Engagement  
Based on survey data, the most engaged groups of respondents were males, academics, 
those who were full-time, permanent, aged 45 to 54 and who had 20 or more years’ 
service.  The most common responses for respondents who were always in a state of 
flow related to being optimistic, thinking positively about the future and being 
enthusiastic and passionate about the work they do.  This group had confidence in their 
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ability to do their job, felt they were part of a team and supportive of the university’s 
values.   Overall this highly engaged group had high energy levels and a sense of 
meaning and purpose knowing how their role contributed to the overall direction of 
the institution. It would seem that this longer serving group have had more time to 
navigate their way through a complex network of people and processes to have 
meaning in their work and to develop their abilities to do their job well.  The 
psychological alignment of individual and organisational values together with feeling 
part of a team are also key factors which positively influence engagement. 
  
In contrast, those classified as being rarely, almost never or never in a state of flow 
had less belief in their ability to do their job effectively and less belief that they were 
in control of their own destiny in life.  They also found it easier to detach themselves 
from their jobs demonstrating less of an emotional attachment to their work and 
employer.  The least engaged groups were found to include those younger than age 25, 
those with between 2 and 5 years’ service, and those appointed to roles graded OS1 to 
OS3 which were the least skilled roles within the institution.  It seems that the group 
younger than age 25 were finding their feet whilst the latter two groups had stagnated 
in their roles, which is likely to be due to lack of challenge, lack of opportunities to 
develop their skills further, or the perceived inability to progress their careers.  This is 
supported by them having less of a belief in their ability to do their job effectively 
which is of interest given the basic skill level of their jobs which is indicative of 
another factor negatively influencing engagement.  Lack of resources, being unclear 
about expected standards of performance or lack of feedback from their line manager 
are other factors leading to lower engagement. 
 
Motivation 
The most motivated groups were respondents with less than 2 years’ service, males, 
academics, and those employed on a part-time or fixed-term contract.  Males and 
academics were also amongst the most engaged groups for reasons described in section 
5.1.2.  The data for those with less than 2 years’ service, employed on a fixed-term 
contract or on a part-time basis infers the exertion of extra effort to make a positive 
impression to perhaps secure permanent employment, to be heard or to progress their 
careers.  Whatever the underlying motives, it seems that this group chose not to 
emotionally commit and engage more fully with the organisation as a whole. 
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In contrast, the least motivated groups were those with between 2 and 5 years’ service 
reporting to have the lowest levels of motivation and those in jobs graded OS1 to OS3.  
These same groups were also the least engaged for reasons described in section 5.1.2. 
 
Resilience 
The most resilient groups were respondents with 20 or more years’ service, male, part-
time, support staff, those employed on a permanent contract and those working in jobs 
graded OS1 to OS3.  Generally, resilience develops through life’s experiences of 
overcoming adversity which is likely to be the reason for those with 20 or more years’ 
service, however for other groups other factors may also exist such as the expectation 
of males being emotionally and physically tougher than females and having to turn up 
for work and do a job they are challenged by. 
 
In contrast the least resilient group of respondents were those with between 2 and 5 
years’ service.  This group seems to be the most disillusioned group of respondents 
probably influenced by a number of factors including job dissatisfaction, stagnating in 
their role, lack of progression and perhaps relinquishing their efforts trying to make 
positive change as they succumb to cultural norms.  Other factors could be due to them 
not having a voice manifesting in a disrespected and discredited manager.  
 
 
Leadership 
The groups with the highest quality relationships with their line manager included 
females, support staff, those younger than age 25, those with less than 2 years’ service, 
employed on a part-time, and/or fixed-term contract.  In the same way, the group 
reporting the lowest levels of flow were found to have a more positive quality 
relationship with their line manager with their performance being strongly influenced 
by their line manager. These findings suggest that more vulnerable groups are more 
dependent upon their line managers for a number of reasons which may include 
support, clear guidance and securing permanent employment status.   
 
The groups with the lowest quality relationships with their line manager included 
respondents with between 2 and 5 years’ service, and those in jobs graded OS1 to OS3. 
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These two groups were also the least engaged, motivated and resilient group.  The data 
shows that these groups are less immersed in their work and find it easier to detach 
themselves from their jobs identifying an opportunity for their manager to improve job 
enjoyment. 
 
5.1.4 Initial Conclusions 
Even though differences were observed between the various groups, common work 
related, external factors, and personality, internal factors existed and are summarised 
in these initial conclusions.   
 
The importance of the quality of the relationship with the manager appears to vary for 
individuals with respect to exerting extra effort. However, the data implies that the 
quality of the relationship with the manager was of more importance for females, part-
time employees, support staff, staff employed on fixed-term contracts, employees with 
less than 2 years' service, those younger than age 25, and those graded OS1 to OS3, 
the lowest graded roles. 
 
Data shows that engagement, motivation, resilience and leadership all interrelate, 
however leadership interrelating to a lesser extent.   Nevertheless, the data also 
suggests that the manager needs to be both an effective team player and conductor of 
the team, responsible for orchestrating the desired work environment conducive to 
high levels of motivation, resilience and engagement.  The manager's ability to create 
hope for the future and making sure their followers understand how their roles 
contribute to the overall direction of the institution are important in terms of 
influencing their decision to exert effort.  The manager therefore has a key role with 
respect to creating highly engaged, high performing teams and high performing 
individuals. 
 
Important leadership attributes, skills and behaviours include being supportive; the 
ability to create and be part of a cohesive team; being effective in their role; being 
trustworthy; worthy of respect; recognising individuals and teams for the work they 
do; and treating others fairly.  Positive emotions appear to be positively associated 
with higher levels of engagement, motivation and resilience. 
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Having a strong sense of purpose, job enjoyment, enthusiasm and passion appear to be 
critical characteristics of the work environment that are associated with engagement, 
motivation and resilience.  Other important characteristics being suitably challenged 
in their role; having opportunities to learn and grow; feeling part of a team; having the 
ability to achieve tasks; having sufficient autonomy and flexibility over the way time 
is managed; having a manageable workload; being able to freely express thoughts and 
opinions; involvement in decision making.  
 
Positive thinking and positive emotions about the work, work environment and own 
abilities and confidence, appear to be important factors that are positively associated 
with higher levels of motivation, resilience and engagement.  Likewise, negative 
thinking and negative emotions, including having less self-belief, less confidence, 
negative thoughts about the past, and less of a belief about being in control of your 
own destiny in life are associated with lower levels of motivation, resilience and 
engagement. 
 
SECTION TWO: QUALITATIVE DATA ANALYSIS 
 
Qualitative data was collected using semi-structured interviews.  23 out of the 1392 
employees voluntarily participated in the interview process.  A thematic analysis, 
using Braun and Clarke's (2006) six phases, was conducted to identify themes and any 
causality relating to feelings of engagement, motivation, resilience and the quality of 
the relationship with the line manager.  
 
Each interviewee was asked for a self-rating for each concept, using a range from 0 to 
10, 0 being low and 10 being high.  This self-rating scale was assimilated to the 
questionnaire response values to achieve consistent classification, for analysis 
purposes, as shown in Appendix 20.  Appendices 21 to 26 summarise the self-ratings 
for the 23 interview participants.  A thematic analysis of qualitative data from the 
interviews and data collected in response to the questionnaire, identified codes, code 
frequency, categories, meta-themes, aspects of causality and definitions. 
 
Emergent themes identified related to all four concepts to a lesser or greater degree.  
The degree to which a particular theme influenced an individual’s engagement, 
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motivation, resilience or quality of the relationship with their manager was determined 
by and unique to each individual.  Common themes found amongst this group of 
participants are described in section 5.2. 
 
5.2.0 Themes 
 
Having a sense of purpose and meaning created through a job respondents enjoyed, 
loved and were passionate about, were the most important work related characteristics 
that positively influenced the decision to exert effort for 21 interviewees.  Perceptions 
of stagnation or plateauing in the job created feelings of tediousness or feelings of 
‘being in a rut’ and an absence of job variety, were associated with lower levels of 
effort.  One interviewee felt that being stuck in a job you do not like and not being able 
to make progress, operationally or career related, would negatively influence 
resilience.   In contrast, the highest levels of effort were found where individual’s heart 
was in their job and they genuinely cared about whether the role is done well or badly; 
a deeper more meaningful emotional attachment to the work individuals do clearly 
manifests in extra effort.  Knowing how individuals contribute to the organisation’s 
success was also found to be positively associated with effort.  
 
Personal and professional growth and challenge were important for 20 interviewees, 
associating the exertion of effort with new experiences, opportunities to explore their 
potential, having space to challenge their abilities, and opportunities to facilitate 
personal and professional growth.  Career progression, incremental development and 
growth, and taking on more responsibility were also drivers of effort for most.  Less 
effort was exerted where opportunities for participating in meaningful training had 
been exhausted and opportunities for progression were limited.  One interviewee stated 
that their effort was waning as the thought of returning to their old mundane job was 
encroaching as a project was about to conclude.  This view was supportive of other 
interviewees who felt that more effort was exerted when they were able to take on new 
challenges and problem solve, be stretched to tap into their potential, utilise all skills, 
and apply learning to situations. 
 
Being part of a healthy, cohesive, supportive team, and feeling valued by others within 
the team were important factors for 20 interviewees.  Similarly support from their 
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manager and support received from the organisation during times of personal 
adversity, not only positively influenced effort, but created employee reciprocity 
manifesting in an emotional commitment to the organisation.  Working amongst an 
uncooperative team and with team members who have too much self-interest adversely 
affected effort and resilience.  One interviewee described how their experiences 
working in a climate of conflict, created by managers, significantly lowered effort 
levels and resilience, resulting in absence due to work related stress. 
 
Personality characteristics, mind-set and thinking style were believed to fundamentally 
influence effort by 19 interviewees; described as prerequisites of motivation and 
resilience, which were prerequisites of engagement.    Common themes included: 
 
• The ability to think relatively and holistically within the context of 
existentialism and quality of life, positively influenced effort whereas 
detailed thinking and becoming overwhelmed and stressed about relatively 
trivial matters negatively influenced effort.   
 
• Taking responsibility and being accountable for actions seemed to create a 
desire to finish tasks, thus generating effort.  In contrast, being self-critical 
and fear of not being good enough or fear of not succeeding also created 
drive; however, overuse could manifest in taking the blame for adverse 
situations creating negative emotions and lower energy and effort. Having a 
non-victim mentality and feelings of being in control of life were positively 
associated with effort. 
 
• Feeling grateful for what you have and feeling hopeful for the future were 
found to be a recipe for exerting extra effort.  Moreover, feeling grateful for 
the gift of life created positive emotions and effort. 
 
• Having self-belief and confidence together with a sense of pride and 
achievement, identity, self-driven, proving to others they can do their job 
well, ambition, wanting to do their best, feeling confident in their role and 
feelings of getting it right, positively influenced resilience and effort.  
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• Uncertainty and lack of clarity negatively influenced effort and resilience. 
 
• Interview data showed that the quality of the relationship with the manager 
influenced resilience levels, in particular resilience was higher when their 
manager believed in the follower. 
 
• Not wanting to fail personally, not wanting others to go through a similar 
negative experience, and wanting to make a positive difference for others all 
positively influenced effort. The inability to make a positive difference for 
others negatively influenced effort. 
 
• The drive to overcome barriers appears to be influenced through 
experiencing one overcoming adversity and tough experiences during 
childhood.  Toughness and determination were also influenced by parents, 
society, culture and the desire to be or not to be like others.  The inability to 
cope with problems on the other hand adversely affected effort making them 
more dependent and needy of others. Toughness was developed by learning 
certain defence mechanisms, for example learning not to think too deeply, 
detaching from a situation or others emotionally, being organised and ahead 
of the situation, remaining focused on the end goal, the ability to see setbacks 
as temporary. 
 
The ability to make progress with their work and being able to make a positive impact 
on or for others, directly or indirectly, positively influenced effort for 18 interviewees. 
For example, some interviewees described being able to make a positive impact on 
patient care in the community and the quality of early years teaching were primary 
factors for positively influencing individual’s efforts.  The inner desire to see others 
succeed in life and being able influence their progress also positively influenced effort.  
Less effort and negative emotions were associated with the slow speed of, or inability 
to make progress, and ineffective processes and resources, and rework all created 
frustration and a sense of dissatisfaction. 
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Clarity was described as an important factor for 14 interviewees which positively or 
negatively impacted on engagement, motivation, resilience and the quality of the 
relationship with their manager.  Reduced effort was caused by a lack of clarity about 
the scope of the job role, tasks, priorities and how the individual relates, operationally, 
to their manager, team and wider organisation.  Similarly, lack of clarity during periods 
of change only served to create chaos and hamper progress. 
 
The ability to be heard and influence decision making and planning through freedom 
of expression and involvement were important factors for 13 interviewees which 
positively influenced effort and the quality of the relationship with their manager.   The 
ability and appetite of managers to consult and listen to their followers’ open and 
honest opinions and thoughts is therefore an important attribute and competency. 
 
Extra effort was positively associated with sufficient job autonomy which created 
feelings of being trustworthy and being believed in by their manager.  The ability to 
make choices and have control over job related activities were positively associated 
with effort.  Feelings of being mistrusted and being micro-managed only resulted in 
the exertion of less effort. 
 
Strong feelings of being treated unfairly were associated with a severely damaged 
psychological contract; even though a value difference between follower and their 
manager existed and the follower did not feel supported the interviewee remained 
incredibly engaged with their job.  Organisational support provided during times of 
personal adversity for this individual a number of years earlier, created feelings of 
reciprocity which was the reason why they hadn’t left the organisation when 
interviewed.  Unrealistic imposed deadlines and excessive and unfair workload 
allocation also created negative feelings which adversely impacted on both effort 
exerted, and the quality of the relationship with the manager. 2 interviewees stated that 
they felt that they were treated less favourably due to working part time.   In particular, 
they felt they had been bypassed for promotion as they observed the progression of 
full-time colleagues within their department; respect, trust and credibility of their 
manager was therefore adversely affected.  Unmanageable, overwhelming and unfair 
workload allocation negatively influenced effort.  
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High levels of effort were associated with feelings of being valued and appreciated, 
not taken for granted and receiving recognition for the work they do.  Recognition in 
the form of monetary rewards was found to be a driver of effort for two interviewees, 
however the money was seen to be a vehicle for achieving life goals such as travel, 
buying a home, and achieving expected standards established by parents or society.  
Fundamentally the driver of effort therefore was the need to feel valued by family and 
recognised by social circles. 
 
Emotional attachment to the organisation was found to positively influence effort, for 
example, knowing they were working for a good employer and the university meaning 
a lot to them created committed employees.  Feeling proud to be part of a successful, 
supportive institution was associated with emotional organisational attachment. 
Organisational detachment existed where individual values conflicted with the values 
of those they worked with or the organisation’s values. 
 
The ability to achieve and feeling proud about the achievement of personal and 
professional goals were positively associated with the exertion of effort.  Having a 
sense of professional pride, facilitated by the work environment, was also an important 
factor which could positively or negatively influence effort. For academics, identity 
and credibility gained through achievements were important drivers of effort.  Peer 
comparisons amongst academics were a common practice which generally positively 
influenced effort. 
 
A medley of responses was provided with respect to the quality of the relationship with 
the line manager and the extent to which this influenced the decision to exert effort.  
For most interviewees the quality of the relationship did not make any difference, as 
the locus of effort had been on their job or project in hand.   However, moderately 
engaged interviewees believed that a higher quality relationship with their manager 
would positively influence engagement. 
 
Out of the 6 engaged interviewees, 2 said they had a moderate quality relationship with 
their line manager, 1 said they had a quality relationship with their line manager, and 
3 had a high quality relationship with their line manager.   Out of 2 who said they had 
a moderate quality relationship with their line manager, 1 (F3S) said this made no 
124 
Thesis – Final – February 2018 
 
difference to their level of engagement and 1 (M16Sr) said that the creation of a 
supportive climate was an important factor which influences engagement.  The 
interviewee (M19) who reported having a quality relationship with their line manager 
felt that they engaged more with the job and less with being part of a team.  However, 
this interviewee described autonomy and appreciation as two factors which are 
facilitated by the manager, as such having an indirect influence on engagement.  Out 
of the 3 who said they had a high quality relationship with their line manager, 1 
(M11A) said this did positively influence engagement which created a climate of 
reciprocity, 1 (M21A) said that, on the whole this did not influence engagement, 
however it did to a certain extent, 1 (F20S) said that this did not make any difference 
to the effort she put into her work. 
 
Out of the 14 highly engaged participants, 5 said they had a high quality relationship 
with their line manager; 2 said they had a quality relationship with their line manager; 
4 said they had a moderate quality relationship with their line manager, and 3 had a 
low quality relationship with their line manager.  Out of the 5 who said they had a high 
quality relationship with their line manager, 3 (F9Sr; F13A; F18A) indicated that their 
line manager directly influenced their engagement and 2 (F4S; F10) indicated that their 
line manager indirectly influenced their engagement.  Out of the 2 (M17S) who said 
they had a quality relationship with their line manager, 1 (F7S) indicated that their line 
manager indirectly influenced their engagement, and 1 (M17S) indicated that their line 
manager did not make any difference to their engagement.  Out of the 4 who said they 
had a moderate quality relationship with their line manager, 1 (F2S) indicated their 
line manager directly influenced their engagement, 1 (M15A) indicated that their line 
manager indirectly influenced their engagement, and 2 (M5S; M23Sr) indicated that 
their line manager did not make any difference to their engagement; 1 interviewee 
explained that the project was the main driver of engagement as his future career 
depended upon its success, however he did say that if he had a poor quality relationship 
with his line manager then he wouldn’t have been as engaged, exerting less effort.  Out 
of the 3 who said they had a low quality relationship with their line manager, 1 (M6A) 
indicated that his engagement level could have been slightly higher if he had had a 
better relationship with his line manager, and 2 (M8A; F22A) indicated that their line 
manager did not make any difference to their engagement.  1 interviewee said that they 
saw beyond the issues with their manager and focused on the job and impact they could 
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make to wider society.  No reports were made of their line manager negatively 
influencing their engagement 
 
Numerous common leadership attributes and behaviours emerged which positively or 
adversely affected the quality of the relationship with the line manager.  These 
included feelings of not being valued or feelings of being undervalued, were associated 
with low quality relationships with the line manager, primarily due to a lack of 
feedback about the follower’s performance and an absence of recognition for work 
well done.   Stronger adverse feelings of being belittled, taken advantage of and being 
undermined manifested in disrespect, mistrust and little or no credibility for the 
manager.  An absence of credibility, trust and respect adversely affected the quality of 
the relationship with the manager.  One interviewee said that their manager’s 
credibility was lacking due to the manager being administrative and not a true 
academic, which stifled academic debate and discussion, therefore losing reverence.   
A manager’s inflexibility, being defensive, not dealing with sensitive issues at all or 
in a timely manner and lack of responses to issues raised were also behaviours found 
to adversely affect the quality of the relationship with the manager.  High quality 
relationships existed with managers who were hard working, committed to doing a 
good job for the department, genuine, transparent, open and honest, had the follower’s 
back and fought their corner when needed.   One interviewee felt that trust was vitally 
important and explained that they wouldn’t be going the extra mile for a manager 
where the trust is broken. 
 
Low quality relationships existed where managers showed too much concern about 
their own agenda, for example, their own career, and less about the well-being of their 
team.  High quality relationships manifested where managers had the follower’s best 
interests at heart and where managers were genuinely supportive, for example when 
trying out new ways of working.   Genuinely caring through daily interactions, for 
example asking how the follower was and meaning it, or asking about progress with 
work or having a chat about non-work related matters positively influenced the quality 
of the relationship with the manager; as did encouraging the follower’s personal and 
professional growth.  Genuine compassion shown by the manager for the follower 
during times of personal adversity created a deeper more meaningful connection 
between the follower and the manager which positively influenced effort.  One 
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interviewee felt that her line manager was effective at giving praise and “…tremendous 
loyalty and support. I know, I absolutely know that if I messed up on something and 
went to her and said ‘I have messed up’ she would absolutely have my back; supportive 
at times of personal adversity; learns with you; genuinely cares about your well-being; 
and pushes you and has high expectations.”   
 
Lack of clarity, due to poor communication, was associated with low quality 
relationships with the manager, which caused difficulties for the follower with 
knowing how to work with their manager on a day to day basis, when trying to bring 
projects to fruition and when trying to make decisions; thus making the follower wary 
and uncertain in their roles and therefore restricting effort. High quality relationships 
with the manager were influenced by the manager providing lots of positive feedback 
which created clarity operationally and clarity of the future direction within the context 
of the organisation’s mission. 
 
Positivity, enthusiasm and encouragement, which created a positive working 
environment where followers could flourish positively influenced the quality of the 
relationship with the manager.  Likewise, the creation of a negative environment 
through pessimistic behaviours negatively influenced the quality of the relationship 
with the manager. 
Autonomy positively influenced the quality of the relationship with the manager as 
this demonstrated trust in the follower enabling bottom up innovation; less autonomy 
and being micro-managed was therefore likely to stifle creativity.   
 
High quality relationships were found where managers genuinely listened to the 
follower’s opinions and where they sought out more proactively, for example by 
asking for ideas. 
 
Pragmatic managers who are logical and take a common-sense approach when leading 
their team positively influenced the quality of the relationship with the manager, for 
example, being flexible with adjustments to workload and an enabler with respect to 
removing or overcoming operational barriers.   Chaotic, disorganised and illogical 
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behaviours caused frustration which potentially could affect the quality of the 
relationship with the manager. 
 
Working collaboratively with others to achieve common goals through problem-
solving by consensus created mutual respect between follower and line manager which 
positively enhanced the quality of the working relationship.  One interviewee said that 
the quality of the relationship with her line manager 100% influenced her level of 
engagement, and went on to say that this was not so much about the relationship, it 
was more about having the same ethos, the same drive and the same want for the 
department. 
 
Being accountable and taking responsibility for their teams’ performance seemed to 
be a behaviour which created respect, and respect was found to be an important factor 
which influenced the quality of the relationship with the manager.  
 
A manager’s lack of interest in or inability to think and act strategically negatively 
influenced the quality of the relationship with the manager. Similarly, a lack of vision 
stifled a sense of a common project creating confusion and frustration for individuals 
and amongst the team.  In contrast, the ability to understand the whole task or project 
and create a vision positively influenced the quality of the relationship with the 
manager. 
 
Non-work related matters such as family expectations, cultural and societal norms, and 
physical exhaustion were cited by interviewees as factors which may positively or 
negatively influence effort. 
 
5.2.1 Initial Conclusions 
Evidence gleaned from this group of interviewees showed that prerequisites of 
motivation and resilience were personality characteristics, mind-set and thinking style 
which established their unique springboard that determined the amount of effort 
exerted.  For example, an individual with more self-belief compared to another 
individual would exert more effort to achieve a challenging task. The data suggested 
that the majority of effort exerted was driven or influenced by individuals’ personality 
characteristics, mind-set and thinking style.    The minority of effort was therefore 
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being driven or influenced by external environmental factors such as loci and 
determinants.  Loci can be described as work related characteristics and non-work 
related matters which individuals are engaged with at any one time, whereas 
determinants are dynamic enablers or blockers.  For example, an employee could be 
passionate about the job they do, feeling highly motivated and energised to achieve 
job related tasks, however may not exert that energy or effort due to the inability to 
overcome barriers. 
 
Similarities were found between common leadership attributes and competences and 
common themes which could positively or negatively influence the exertion of effort; 
these are assimilated in Figure 8: 
 
Figure 8: Assimilation of Themes and Leadership Attributes and 
Competences 
Themes Leadership Attributes and Competences 
Job enjoyment, Passion and 
Purpose 
Strategic Thinker and Visionary 
Personal and Professional Growth 
and Challenge 
Support, Care and Compassion; 
Collaborative; Energy and Enthusiasm  
Cohesive Supportive Team and 
Organisational Support 
Support, Care and Compassion; Collaborative 
 
Themes Leadership Attributes and Competences 
Innate Personality Characteristics, 
Mind-set and Thinking Style 
Credibility, Trust and Respect 
Reflective, relative, holistic 
thinking style  
Strategic Thinker and Visionary 
 
Responsibility, accountability and 
control  
Responsibility 
Grateful and Hopeful Appreciation and Recognition;  
Self-belief and confidence Energy and Enthusiasm 
Positive difference Energy and Enthusiasm 
Overcoming barriers and 
toughness 
Pragmatic 
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Non-work related matters Support, Care and Compassion; Support, Care 
and Compassion; Strategic Thinker and 
Visionary 
Progress and Positive Impact Energy and Enthusiasm 
Clarity Clarity 
Freedom of Expression and 
Involvement in Decision-making 
Listens 
Autonomy and Trust Autonomy 
Fairly Treated Support, Care and Compassion; 
Recognition and Valued Appreciation and Recognition 
Organisational Attachment Strategic Thinker and Visionary; Support, 
Care and Compassion; 
Achievement Pragmatic 
In summary, a manager’s attributes and behaviours that lead to mistrust, feelings of 
uncertainty, disrespect and lack of credibility adversely affect the quality of the 
relationship, as perceived by the follower.  Where low quality relationships existed 
psychological techniques were deployed, for example, one interviewee stated that “… 
the only way I could reconcile that was to sort of airbrush him out of the picture so I 
was going the extra mile, not for him but for my immediate colleagues because I’ve 
got a responsibility to them.”  Another interviewee said they saw beyond the 
difficulties with their line manager and focussed on the job and the positive impact 
they were having on a wider community.  However, one interviewee described the low 
quality of the relationship with their line manager as having a significant negative 
impact on resilience levels and another interviewee said that “… the overriding factor 
as to why my resilience levels are high now and were low then is the quality of 
leadership – that’s the major difference…” 
Appendix 27 provides a diagrammatic iceberg analogy representing antecedents, loci, 
determinants and the role leadership attributes and competences have in influencing 
effort.  A zone of mutuality seems to be created when certain leadership attributes exist 
which creates a more meaningful relationship between the manager and follower.  The 
stronger the mutuality or kinship, the higher the exertion of effort. 
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SECTION THREE 
 
To provide a richer understanding of the findings, both quantitative and qualitative 
data are integrated in this section.  Whilst Figure 9 provides more detail relating to 
data integration, Figure 10 summarises and assimilates quantitative and qualitative 
data findings: 
 
FIGURE 9: DETAILED QUANTITATIVE AND QUALITATIVE DATA 
INTEGRATION AND THEMES 
 
Loci of engagement (what) – 
elements of the work 
environment employees can be 
engaged with 
Quantitative data 
findings 
Qualitative data 
findings 
Engagement Job enjoyment, 
passion, meaning 
and purpose 
84 (17.28%) always 
felt that their work 
was full of meaning 
and purpose, and 
162 (33.33%) very 
often felt that their 
work was full of 
meaning and 
purpose.  Strong 
correlations existed 
for job enthusiasm, 
passion & 
inspiration with 
strong and vigorous 
and bursting with 
energy at work Job 
enthusiasm was 
associated with the 
group who were 
On the whole job 
enjoyment, passion and 
meaning were felt to be 
the main drivers which 
positively influenced the 
decision to exert extra 
effort, characteristics of 
engagement, motivation 
and resilience. 
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always in a state of 
flow.   
Motivation Job enthusiasm, 
passion & sense 
of purpose 
Strong correlations 
existed for job 
inspiration & strong 
sense of purpose; A 
higher number of 
moderate and 
stronger 
relationships existed 
between 
engagement and 
motivation for the 
group of 
respondents who 
were always in a 
state of flow; 
relationships related 
to job enthusiasm; 
Frequent references were 
made to: Job enjoyment; 
loving their job;  
Resilience Job positivity & 
strong sense of 
purpose 
115 (23.61%) 
always felt positive 
about the work they 
do and 164 
(33.68%) very often 
felt positive about 
the work they do.  
Strong correlations 
existed between 
being positive about 
the work, having a 
strong sense of 
purpose and being 
optimistic. Feeling 
F2S said she loved her 
job;  
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positive about the 
work they do was 
associated with the 
group who were 
very often, often or 
sometimes in a state 
of flow. 
Resilience Role familiarity 
and capability 
149 (30.66%) 
always had 
confidence in their 
ability and 183 
(37.65%) very often 
had confidence in 
their ability.  196 
(40.33%) always 
had confidence in 
their ability to be 
effective in their role 
and 194 (39.92%) 
very often had 
confidence in their 
ability to be 
effective in their role 
Positive factors: finding 
your way in a new role; 
job capability 
Engagement Being part of a 
supportive 
harmonious team 
Survey questions 
did not relate to 
being part of a team 
for this concept 
Positive factors: Being a 
valued team player 
operating in concert with 
other team players who 
are supportive of each 
other, was an important 
factor. Line manager is 
seen as part of a cohesive 
team 
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Motivation Team 
collaboration 
Survey questions 
did not relate to 
being part of a team 
Being a valued member of 
a team positively 
influenced motivation; 
quality of relationship 
with team & manager; 
self-centred team 
members – in it for their 
own gain;  
Resilience Team – being 
part of a cohesive 
supportive team 
138 (28.40%) 
always felt part of 
their team and 136 
(27.96%) very often 
felt part of their 
team.  Being part of 
a team; were 
associated with the 
group who were 
always in a state of 
flow. 
Positive factors: work 
with great colleagues and 
manager; Working in a 
close knit team;  Negative 
factors: Uncooperative 
team; Having difficulty 
working alongside a peer;  
Resilience Team/ 
Relationships 
138 (28.40%) 
always felt part of 
their team and 136 
(27.96%) very often 
felt part of their 
team.  
Having difficulty working 
alongside a peer; dealing 
with difficult external 
people adversely affecting 
levels of resilience; 
Immediate colleagues 
working well together, 
great times and really 
positive; people are just 
going to do nasty things to 
other people; stuck in the 
middle of conflict 
between two managers; 
manager supportive 
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during tough personal 
times 
QRLM Manager being 
part of the Team 
155 (32.43%) 
always felt that their 
manager was part of 
the team and 109 
(22.80%) very often 
felt that their 
manager was part of 
the team. 188 (39%) 
felt that their 
manager always 
made them feel part 
of the team and 111 
(23.03%) very often 
felt that their 
manager always 
made them feel part 
of the team 
Positive factors: Genuine 
concern about the team; 
takes responsibility for 
the teams’ performance; 
the manager is a leader of 
the team rather than 
somebody dictating from 
above; Manager takes 
responsibility for the 
team’s performance; 
consensus problem-
solving; wants followers 
to succeed; works in 
partnership;  Negative 
factors: exploiting team 
members; long standing 
team tensions not been 
addressed and/or resolved 
by the manager;  
Engagement Space and 
opportunities to 
explore potential 
and facilitate 
personal and 
professional 
growth 
Survey questions 
did not relate to 
growth 
Opportunities and space 
for challenging and 
exploring their potential, 
abilities to facilitate 
personal and professional 
growth, and having the 
ability to progress and 
grow personally and 
professionally.      
Motivation Learning and 
Growth 
103 (21.37%) 
respondents were 
always motivated by 
Meaningful learning and 
growth; self-actualisation 
and tapping into your 
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CPD and 115 
(23.86%) 
respondents very 
often motivated by 
CPD 
potential; Working with 
and developing your 
strengths;  
Resilience Personal and 
Professional 
Growth 
Survey questions 
did not relate to their 
ability to develop 
and grow at work 
Negative factors: 
inability to challenge 
current set of abilities; 
Positive factors: 
incremental development 
and growing in 
confidence;  
Motivation Career 
Progression 
Survey questions 
did not relate to 
career progression 
Negative factors: 
Inability to progress 
career wise;  
Positive factors: 
ambition;  
Resilience Supportive of the 
university’s 
values 
187 (38.88%) were 
always supportive of 
the University’s 
values and 128 
(26.61%) were very 
often supportive of 
the University’s 
values.  Being 
supportive of the 
university’s values 
was associated with 
the group who were 
always or very often 
in a state of flow. 
Being supportive of the 
University’s values was 
not an expressed response 
to any of the interview 
questions, however 
conflicting values were 
expressed operationally 
including: Negative 
factors: Feeling 
frustrated as other work 
colleagues/manager do 
not have the same care 
about the programme – 
conflicting values with 
others; conflicting ethical 
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values with project work 
being carried out; 
Resilience Feeling positive 
about the 
challenges facing 
the HE sector; 
46 (9.58%) never 
felt negative about 
the changes facing 
the HE sector, and 
67 (13.96%) almost 
never felt negative 
about the changes 
facing the HE 
sector. Feeling 
positive about the 
challenges facing 
the HE sector was 
associated with the 
group who were 
very often in a state 
of flow 
Feelings about the 
challenges facing the HE 
sector were not an 
expressed response to any 
of the interview questions 
Resilience Goal focus and 
achievement 
196 (40.50%) 
always persisted 
until their goals 
were achieved and 
190 (39.26%) very 
often persisted until 
their goals were 
achieved; A 
moderate positive 
correlation existed 
between ‘At work I 
always preserve 
even when things 
don’t go well’ (E) 
and ‘I persist until 
Positive factors: 
Maintaining focus on end 
goal 
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the goal is achieved’ 
(R) (r = .483, p = 
<0.01) 
Resilience Ability to 
contribute and 
make a positive 
difference 
Survey questions 
did not relate to their 
ability to contribute 
and make a positive 
difference. 
Positive factors: To be 
able to positively 
contribute and make a 
difference;  
Operational elements of the work 
environment (how work is 
performed)  
 
Quantitative data 
findings 
Qualitative data 
findings 
Engagement Making progress 
and making a 
positive 
difference for 
others 
Survey questions 
did not relate to 
having the ability to 
make progress for 
engagement. 
Making progress and 
having a positive impact 
on others, directly or 
indirectly influences 
motivation, engagement 
and resilience. 
Resilience Ability to make 
progress 
Survey questions 
did not relate to the 
ability to make 
progress for 
resilience 
inability to make 
progress; having 
frustrations and sense of 
dissatisfaction; 
Resilience Ability to make 
progress and 
make a difference 
Survey questions 
did not relate to 
being able to make 
a difference for 
resilience 
Inability to make a 
difference; having the 
ability to make a great 
contribution; biggest 
threat to my resilience is the 
thing that would undermine 
that sense of inner 
motivation which would be 
either, what I’m doing here 
doesn’t really mean making 
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a difference; the moments 
things feel most challenging 
are it doesn’t make a blind 
bit of difference if I’m here 
doing this job or the other 
Motivation Ineffective 
processes and 
rework 
Survey questions 
did not refer to 
ineffective 
processes or rework 
for motivation 
Ineffective processes and 
rework adversely affected 
motivation; clarity 
compared to chaos; 
processes don’t have the 
operational capacity for 
the size of the engine; 
Motivation Having a sense of 
purpose, being 
able to contribute 
to the overall 
direction of the 
institution. 
Having the 
ability to make 
progress and 
being able to 
make a positive 
impact. 
125 (25.83%) 
always knew how 
their role contributes 
to the overall 
direction of the 
university, and 130 
(26.86%) very often 
knew how their role 
contributes to the 
overall direction of 
the university.  115 
(23.71%) always 
had a strong sense of 
purpose and 162 
(33.40%) very often 
had a strong sense of 
purpose.  A higher 
number of moderate 
and stronger 
relationships existed 
between 
Job enjoyment and being 
able to make a positive 
impact on patient care 
were primary factors for 
positively influencing 
motivational levels; the 
inability to make progress 
and inability to challenge 
abilities were de-
motivators; slow speed of 
change/progress; getting 
things done and making 
progress; slow speed of 
change/progress; you can 
only go as fast as the 
slowest person; 
groundhog day; 
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engagement and 
motivation for the 
group of 
respondents who 
were always in a 
state of flow; 
relationships related 
to achieving tasks, 
having a sense of 
purpose and 
knowing how their 
role contributes to 
the overall direction 
of the university.  
Motivation Vision and 
Purpose 
115 (23.71%) 
always had a strong 
sense of purpose and 
162 (33.40%) very 
often had a strong 
sense of purpose 
Because I do have a vision 
Engagement Clarity: about the 
scope of the job 
role, goals, tasks, 
priorities and 
how it relates, 
operationally, to 
the line manager, 
team and wider 
organization.    
Survey questions 
did not relate to 
operational clarity 
for engagement. 
Clarity about the scope of 
the job role, goals, tasks, 
priorities and how it 
relates, operationally, to 
the line manager, team 
and wider organization 
were all important 
positive factors   
Resilience Clarity Survey questions 
did not relate to 
clarity for resilience 
Positive factors: 
operational clarity with 
respect to future direction 
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Negative factors: 
uncertainty; organised 
chaos and lack of clarity; 
Very difficult projects 
which conflict with the 
institutions project aim – 
too many people involved 
and many teething 
problems; conflicting 
ethical values; moral 
compass not well aligned 
to the project in practice; 
QRLM Clarity Survey questions 
did not refer to 
clarity for 
leadership. 
Lack of role clarity 
creating confusion and 
frustration; positive 
feedback; not knowing 
how to work together; not 
privileged to needed 
information; priorities 
unclear;  
Engagement Feeling Valued Survey questions 
did not relate feeling 
valued for 
engagement. 
The ability to be heard and 
influence decisions/plans 
through freedom of 
expression and 
involvement were factors 
which positively 
influenced Engagement, 
Motivation and 
Resilience.  Recognition; 
Listened to; Having a 
voice; treated less 
favourably adversely 
affected motivation; 
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Engagement  Challenge and 
New Experiences 
91 (18.72%) always 
felt that their job 
was challenging and 
126 (25.93%) very 
often felt that their 
job was challenging. 
Positive factors: my job is 
a mental and intellectual 
challenge;  
Resilience  Outside comfort 
zone 
Survey questions 
did not relate to 
being outside of 
your comfort zone 
for resilience 
outside of your comfort 
zone; taking calculated 
risks;  
Motivation Sufficient 
Challenge and 
variety 
8 (1.67%) felt that 
their work was too 
demanding and 9 
(1.88%) felt that 
their work was very 
often too 
demanding.  
Similarly, 19 
(3.94%) felt that 
their work was 
always too easy and 
25 (5.19%) very 
often felt that their 
work was too easy.  
Being less 
challenged and 
having an easier job  
was associated with 
the group who were 
often or sometimes 
in a state of flow 
Negative factors: Project 
coming to an end as such 
having to go back to same 
mundane job adversely 
affected motivation; work 
plateauing and becoming 
tedious; plateaued, work 
is mundane, more routine 
and can do with eyes 
closed; less challenged; 
Positive factors: 
interviewees who were 
motivated were able to do 
a variety of things 
including new 
experiences; take on new 
challenges, problem-
solving and overcoming 
barriers; the opportunity 
to do something different 
and be stretched; I love 
my work, I enjoy doing it, 
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I love taking on new 
challenges; mental and 
intellectual challenge;  
Motivation Skills and ability 
for utilisation 
241 (49.79%) 
always believed 
they had sufficient 
skills, knowledge 
and experience, and 
164 (33.88%) very 
often believed they 
had sufficient skills, 
knowledge and 
experience. 
Having the ability to 
utilise all of your skills 
positively influenced 
motivation 
Resilience Application of 
skills/knowledge/ 
experience  
149 (30.66%) 
always had 
confidence in their 
ability and 183 
(37.65%) very often 
had confidence in 
their ability. 
Positive factors;  Being 
capable in the role;  
Resilience Choice and 
Control 
Survey questions 
did not relate to 
clarity for resilience 
Ability to have control 
and make choices; well 
certainly I feel less 
resilient when subject to 
kind of pressures of being 
forced to manage a 
situation in a set of 
constraints which I don’t 
believe in and don’t 
accept; not in control; 
Resilience Unfairly treated Survey questions 
did not relate to 
clarity for resilience 
Unfairly treated; you were 
always marginalised; 
unfair decision made or 
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something was hurtful; 
Psychological contract 
violated;  
Resilience Taking 
Responsibility 
Survey questions 
did not relate to 
responsibility for 
resilience 
Working here it’s as I’ve 
taken on more senior roles 
my confidence has 
actually increased; mum 
and dad said to me, that if 
you want to maintain this 
level of lifestyle when you 
are older, you need to 
have a good job and career 
and be proud of it, you 
need to earn good money 
as well – that’s another 
factor that has influenced 
my motivation as well; I 
would say, family, no one 
is going to do it for you;  
Resilience Listened to and 
trusted 
Survey questions 
did not relate being 
listened to or being 
trusted for 
resilience. 
Listened to; identity; 
being believed in; trusted;  
QRLM Feeling Valued 171 (35.40%) 
always felt their 
manager recognised 
them for the work 
they did, and 108 
(22.36%) very often 
felt their manager 
recognised them for 
the work they did; 
Lack of appreciation and 
feedback; lack of 
recognition; doesn’t value 
the follower’s 
contribution and 
undermines them; 
belittling and 
undermining behaviour; 
caring; supportive of 
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211 (43.78%) felt 
their manager 
always and 125 
(25.93%) very often 
treated them fairly. 
learning; genuine concern 
about the team; listened 
to; don’t feel they would 
be interested in the 
follower as the manager is 
high up in the hierarchy; 
limited contact;  
QRLM Involvement in 
Goal Setting 
131 (27.23%) said 
their manager 
always involves 
them in setting goals 
and 133 (27.65%) 
said their manager 
very often involves 
them in goal setting.  
The manager 
involving the 
follower in the goal 
setting process was 
associated with the 
group who were 
often or sometimes 
in a state of flow.  
Negative factors: it’s not 
as if we are working 
together in unison for one 
goal because he’s all over 
the place; 
QRLM Open to receiving 
feedback and 
giving feedback 
121 (25.47%) said 
their manager is 
always open to 
receiving feedback 
about their 
effectiveness and 94 
(19.79%) said their 
manager is very 
often open to 
receiving feedback 
Negative feedback: Not 
much appreciation or 
feedback negatively 
influences EE; Positive 
factors: positive 
feedback; They're very 
honest e.g. Feedback 
provision Always come 
back to you;  lots of 
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about their 
effectiveness.  129 
(26.82%) said their 
manager always let 
them know how well 
they are doing and 
104 (21.62%) said 
their manager very 
often lets them know 
how well they are 
doing. The manager 
being open to 
feedback and letting 
them know how well 
they are doing was 
also associated with 
those who rarely, 
almost never or 
never in a state of 
flow. 
positive feedback; 
feedback creates clarity;  
 
QRLM Visionary and 
positive future 
time perspective 
100 (21.41%) said 
their manager 
always thought 
positive about the 
future and 157 
(33.62%) said their 
line manager very 
often thought 
positively about the 
future.   123 
(25.73%) felt their 
manager always 
made them feel 
Positive factors: 
Creating clarity of vision 
and direction; we have a 
shared vision as it were, 
of how we want things to 
be in the workplace 
Negative factors: Not 
visionary; can’t see bigger 
picture; doesn’t share the 
vision; lack of direction 
and guidance; ; I don’t 
know how to bring the 
projects to fruition 
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hopeful for the 
future and 124 
(25.94%) felt their 
manager very often 
made them feel 
hopeful for the 
future.  
because he has a vision, 
but I can’t see what that 
vision is; Not particularly 
visionary or strategic – 
very administratively 
focused and without the 
vision and without the 
strategy of how we might 
move forward; 
QRLM Common goal Survey questions 
did not refer to 
common goals for 
leadership  
Lack of a common 
project; doesn’t share the 
vision; concerned too 
much about their own 
agenda; laisez-faire 
approach to setting 
timelines; Having the 
same goals, values and 
beliefs 
 
QRLM Supportive 207 (42.77%) said 
their manager was 
always supportive 
and 115 (23.76%) 
said their manager 
was very often 
supportive. The 
manager being 
supportive was with 
those who rarely, 
almost never or 
never were in a state 
of flow 
Fights your corner and 
has your back; supportive 
during tough personal 
times; Supportive of 
learning; tremendous 
loyalty and support, I 
know, I absolutely know 
that if I messed up on 
something and went to 
her and said ‘I have 
***** up’ she would 
absolutely have my back; 
supportive at times of 
personal adversity; Mgrs 
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are very supportive and 
want to hear your ideas; 
Supporting attempts to do 
the task 
 
Innate Characteristics Quantitative data 
findings 
Qualitative data 
findings 
Engagement Sense of Pride 
and Respect 
173 (35.52%) 
always felt proud of 
the work they did 
and 161 (33.06%) 
very often felt proud 
of the work they did. 
Evidence gleaned from 
the interviewees suggests 
that innate 
characteristics/personality 
are prerequisites to 
motivation and resilience 
which in turn are 
prerequisites to 
engagement; Having a 
sense of professional 
pride; proud to be part of 
a successful institution;   
Feel respected for what 
they do 
Respected by peer group 
especially for academics 
Motivation Innate beliefs, 
values and 
personality 
119 (24.64%) 
always believed, and 
118 (24.43%) very 
often believed they 
were in control of 
their own destiny in 
life. 241 (49.79%) 
always believed and 
164 (33.88%) very 
often believed they 
Completer-finisher; don’t 
want to fail; preventing 
others from going through 
a similar negative 
experience; fear of failure 
– self pride; innately 
motivated; wanting to do 
their best; sense of 
responsibility; thinking 
about the bigger picture; 
148 
Thesis – Final – February 2018 
 
had sufficient skills, 
knowledge and 
experience. Finding 
it easier to detach a 
job; having less 
autonomy; having a 
less manageable 
workload; less belief 
in having the right 
skills, knowledge 
and experience to do 
the job effectively; 
and less of a belief 
that they are in 
control of their own 
destiny in life were 
associated with the 
group who almost 
never or never in a 
state of flow. 
inner psychological drive; 
Not feeling good enough; 
Job confidence; achieving 
personal goals;  
Resilience Strategies to 
strengthen 
resilience & deal 
with adversity 
40 (8.30%) always 
and 111 (23.03%) 
very often see 
positive aspects 
when experiencing 
adversity;  
Ability to cope with 
problems; learnt defence 
mechanisms e.g. the 
ability to become 
emotionally detached; 
organisational skills/self- 
management; achieving a 
sense of balance between 
internal and external 
factors; taking on 
responsibility; being 
accountable; don’t think 
too deeply about 
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situations; having a sense 
of gratefulness;  
Resilience Sweating the 
small stuff and 
self-blame/self-
belief 
126 (26.20%) 
always and 163 
(33.89%) very often 
felt more resilient at 
the time of 
completing the 
questionnaire 
Difficulty detaching from 
a situation; stuck in the 
detail thinking vs bigger 
picture thinking – the 
ability to think 
holistically; self-blame 
for situations; 
Resilience Optimistic about 
the future and 
Confident about 
own abilities 
 
124 (25.57%) were 
always optimistic 
and 165 (34.02%) 
very often 
optimistic. 149 
(30.66%) always 
had confidence in 
their abilities and 
183 (37.65%) very 
often had 
confidence in their 
abilities. 95 
(19.59%) always 
and 149 (30.72%) 
very often positive 
about the future. 
Being optimistic; 
having confidence 
in their ability to do 
the job; thinking 
positively about the 
future and about the 
work they do; were 
associated with the 
Positive factors: having a 
sense of getting it right 
and doing well; very 
organised 
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group who were 
always or very often 
in a state of flow. 
QRLM Strategic 
Proactive 
Thinker 
No questions Negative factors: Won't 
see or can't see the bigger 
picture; Runs around and 
gets stressed 
 
QRLM Personable and 
Enthusiastic 
127 (26.46%) 
always and 156 
(32.50%) very often 
optimistic; 
Inflexible and defensive; 
not present; enthusiastic 
and positive; personable 
and able to chat about 
non-work related matters; 
pragmatic; different 
personalities – less or 
more receptive 
QRLM Mutual Trust,  
Respect and 
Credibility 
224 (46.28%) 
always and 116 
(23.97%) very often 
had respect for their 
manager. Respect 
for the line manager 
was associated with 
the group who were 
always in a state of 
flow.  195 (40.46%) 
always and 115 
(23.86%) very often 
had confident in 
their manager’s 
integrity. Having 
confidence in their 
managers integrity 
I have enormous respect 
for her; trust, respect and 
both of us follow through 
on what we say we are 
going to do; a reciprocal 
arrangement; I respect 
her for the amount of 
time and effort she puts 
in, I respect her as a 
person; she will kind of 
lead by example I 
suppose when times are 
tough; lack of academic 
credibility; LM 
airbrushed out of the 
picture; lack of respect 
and trust; I think that he 
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was associated with 
the group who were 
rarely, almost never 
or never in a state of 
flow.   Performance 
for this group was 
also strongly 
influenced by their 
manager. 
respects that everything 
in my last position 
everything went well; 
trust/lack of trust; 
Doesn’t tackle things 
head on; lack of 
responses to issues raised 
vs responds quickly; very 
little interaction; lack of 
credibility e.g. a non-
academic managing an 
academic; transparent, 
open and honest; trust 
and respect is mutual; 
broken promises; taken 
advantage of – colleague 
exploitation; 
QRLM Courage 173 (36.42%) said 
their manager 
always and 128 
(26.95%) very often 
had courage to take 
on new challenges 
Proactive and has 
courage;  
QRLM Inspirational 124 (25.78%) felt 
their manager 
always and 102 
(21.21%) very often 
inspired them to 
exert extra effort.  
The manager 
inspiring followers 
to exert extra effort 
were associated with 
Negative factors: Not 
inspired 
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the group who were 
often or sometimes 
in a state of flow. 
QRLM Hopeful 123 (25.73%) 
always and 124 
(25.94%) very often 
– said line manager 
made them feel 
hopeful for the 
future.  The manager 
making followers 
feel hopeful for the 
future was 
associated with 
those who rarely, 
almost never or 
never were in a state 
of flow 
No expressed responses 
related to the manager 
being hopeful 
External non-work related factors 
Engagement Relationships 
with team 
No survey questions Negative factors: 
Personality Clashes 
Engagement Organisational 
Integrity 
No survey questions difficult for an employee 
to feel engaged and loyal 
to a company that they 
don’t have respect for, so 
the company needs to 
have integrity and show 
loyalty to its employees 
Motivation Social factors No survey questions Family expectations; 
proving to others they can 
do their job; fear of failure 
and potential 
consequences; external 
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demands/expectations 
conflicting with inner 
values and beliefs; 
money; benchmarking 
with peers; role models; 
gaining academic 
credibility; high quality 
relationship with the line 
manager;  
Motivation Employer 
Reputation 
No survey questions The university is a good 
employer and is 
supportive at work and 
especially when 
experiencing personal 
adversity; overwhelming 
workload; physical 
exhaustion;  
Resilience  Life’s 
experiences 
 Violation of 
psychological contract by 
the employer; maintaining 
or loss of academic 
identity; high or low 
quality relationship with 
the line manager; external 
demands/ expectations 
conflicting with inner 
values and beliefs; life’s 
experiences, especially 
overcoming adversity 
during childhood; 
networking and 
benchmarking with 
others; role models; 
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network of support from 
the line manager, work 
colleagues and family; 
knowing the line manager 
has your back; stuck in a 
disliked job; working in 
an environment where 
there is conflict between 
others; too much pressure 
relating to workload; 
conditioned by parents, 
culture, society, 
generational norms; 
inspired them to exert 
extra effort; my work 
colleagues but they know 
I am just having a rough 
time of it just now so I feel 
that they have my back so 
if I’m struggling for 
deadlines or whatever 
they might just come 
along and take a bunch of 
marking off me; 
Engagement QRLM 124 (25.78%) felt 
their manager 
always inspired 
them to exert extra 
effort and 102 
(21.21%) felt their 
manager very often 
inspired them to 
exert extra effort. 56 
A medley of mixed 
responses was provided 
with respect to the quality 
of the relationship with 
the line manager and the 
extent to which this 
influenced, directly or 
indirectly, positively or 
negatively, levels of 
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(11.62%) felt their 
performance was 
always strongly 
influenced by their 
manager and 98 
(20.33%) felt their 
performance was 
very often strongly 
influenced by their 
manager. 
engagement.  Out of the 
14 highly engaged 
interviewees: 5 had a 
HQRLM; 2 had a 
QRLM; 4 had a 
MQRLM; 3 had a 
LQRLM suggesting other 
factors influence E. 
 
 
Figure 10: Summary Assimilation of Quantitative and Qualitative Data 
Findings from 
Quantitative Data 
Emergent Themes 
from Qualitative Data 
Emergent Leadership 
Attributes and Competences 
from Qualitative Data 
Engagement, 
Motivation, Resilience 
and Leadership all 
interrelate, however 
Leadership to a lesser 
extent 
Personality 
Characteristics, Mind-
set and Thinking Style 
are prerequisites of 
Motivation and 
Resilience; Motivation 
and Resilience being 
prerequisites of 
Engagement.  
Antecedents, Loci and 
Determinants all 
influenced the extent to 
which effort was 
exerted 
Whilst a higher quality 
relationship, as perceived by the 
follower, positively influenced 
effort and job performance, the 
role of a manager was found to 
be more of a facilitator of effort 
exertion. The exertion of effort 
was possibly affected where low 
quality relationships existed with 
managers, however more likely 
to negatively impact on 
resilience. 
High energy levels 
were strongly 
correlated with job 
Job enjoyment, Passion 
and Purpose 
Strategic Thinker and Visionary 
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enthusiasm, passion and 
enjoyment; as were job 
inspiration and sense of 
purpose 
Confidence in the 
ability to be effective in 
role and the ability to 
achieve tasks were 
moderately correlated  
Personal and 
Professional Growth 
and Challenge 
Support, Care and Compassion; 
Collaborative; Energy and 
Enthusiasm  
Being supported, 
feeling part of the team 
and the manager 
inspiring the follower to 
exert extra effort were 
strongly correlated 
Cohesive Supportive 
Team and 
Organisational Support 
Support, Care and Compassion; 
Collaborative;  
 
Confidence in and 
respect for the manager 
were strongly correlated 
Innate Personality 
Characteristics, Mind-
set and Thinking Style 
Credibility, Trust and Respect 
This was not a 
questionnaire item 
Reflective, relative, 
holistic thinking style  
Strategic Thinker and Visionary 
 
Belief about being in 
control of your destiny 
in life was moderately 
correlated with feeling 
positive about the work 
they did 
Responsibility, 
accountability and 
control  
Responsibility 
Feeling hopeful for the 
future was strongly 
correlated with the 
manager inspiring them 
to exert extra effort 
Grateful and Hopeful Appreciation and Recognition; 
Strategic Thinker and Visionary 
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A manager’s negativity 
implied lower job 
performance 
Self-belief and 
confidence 
Energy and Enthusiasm 
This was not a 
questionnaire item 
Positive difference Energy and Enthusiasm 
Confidence and ability 
to be effective in role 
was moderately 
correlated with being 
persistent until the goal 
was achieved 
Overcoming barriers 
and toughness 
Pragmatic; Support, Care and 
Compassion; 
This was not a 
questionnaire item 
Non-work related 
matters 
Support, Care and Compassion; 
Strategic Thinker and Visionary 
This was not a 
questionnaire item 
Progress and Positive 
Impact 
Energy and Enthusiasm 
This was not a 
questionnaire item 
Clarity Clarity 
Involvement in goal 
setting was moderately 
correlated with job 
enjoyment and job 
inspiration 
Freedom of Expression 
and Involvement in 
Decision-making 
Listens 
Confidence in the 
manager’s abilities and 
integrity were strongly 
correlated. Sufficient 
autonomy relating to 
how the work was 
carried out was 
moderately correlated 
with job enjoyment and 
manageable workload 
Autonomy and Trust Autonomy; Credibility, Trust and 
Respect 
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A supportive manager 
and feeling fairly treated 
were strongly correlated 
Fairly Treated Support, Care and Compassion; 
Recognition and the 
manager inspiring the 
follower to exert extra 
effort were strongly 
correlated 
Recognition and 
Valued 
Appreciation and Recognition 
Moderate correlations 
existed between being 
supportive of the 
university’s values and 
being motivated by 
achieving tasks, having 
a strong sense of 
purpose, feeling 
positive about the future 
and the manager 
believing in the 
university’s mission and 
values 
Organisational 
Attachment 
Strategic Thinker and Visionary; 
Support, Care and Compassion; 
Confidence in the 
ability to be effective in 
role and the ability to 
achieve tasks were 
moderately correlated 
Achievement Pragmatic 
This was not a 
questionnaire item 
Academic Credibility Support, Care and Compassion; 
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5.3.0 Group Differences 
Data from both the survey and interviews are integrated for each demographic group.  
Gender 
Quantitative data showed that males were more engaged, motivated and resilient with 
females reporting a higher quality relationship with their line manager.  Qualitative 
sample sizes for these two groups consisted of 10 male and 13 female interviewees.   
Qualitative data was inconsistent with the survey data for engagement and for 
motivation, however it was consistent for resilience and the quality of the relationship 
with the line manager. 
 
Role Type: Academic and Support 
Quantitative data showed that academics were more engaged and more motivated with 
support staff being more resilient and having a higher quality relationship with their 
line manager.  Qualitative data sample sizes for these two groups consisted of 11 
academic and 12 support interviewees.  Qualitative data was inconsistent with the 
survey data for engagement and the quality of the relationship with the line manager, 
however it was consistent for motivation and resilience. 
 
Contract Status: Permanent and Fixed-term 
Quantitative data showed that permanent staff were more engaged and resilient; with 
fixed-term staff being more motivated and had a higher quality relationship with their 
line manager.  The sample sizes for these two groups consisted of 18 permanent and 5 
fixed-term interviewees.  Qualitative data was consistent with the survey data for 
engagement and resilience and inconsistent for motivation and quality of the 
relationship with the line manager. 
 
Contract Type: Full-time and Part-time 
Quantitative data showed that full-time staff were more engaged with part-time staff 
being more motivated, resilient and reporting a higher quality relationship with their 
manager. Qualitative data sample sizes for these two groups consisted of 20 full-time 
and 3 part-time interviewees.  Qualitative data was consistent with the survey data for 
engagement and motivation, and inconsistent with survey data for resilience and the 
quality relationship with the line manager. 
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Length of Service 
Quantitative data showed that respondents with 20 or more years’ service had the 
highest levels of engagement and those with between 2 and 5 years’ service had the 
lowest levels of engagement.  No interviewees had 20 or more years’ service as such 
the researcher was unable to compare qualitative and quantitative data for this group.  
Qualitative data sample size for those with between 2 and 5 years’ service was 2 
interviewees.  Qualitative data was inconsistent with the survey data for this group. 
 
Quantitative data showed that respondents with less than 2 years’ service had the 
highest levels of motivation and those with between 2 and 5 years’ service had the 
lowest levels of motivation.  Qualitative data sample size for those with less than 2 
years’ service was 3 interviewees and 2 interviewees with between 2 and 5 years’ 
service.  Qualitative data was inconsistent with the survey data. 
 
Quantitative data showed that respondents with 20 years’ service or more had the 
highest levels of resilience and those with between 2 and 5 years’ service had the 
lowest levels of resilience. No interviewees had 20 or more years’ service as such it 
was not possible to compare qualitative and quantitative data for this group. 
Qualitative data sample size for those with between 2 and 5 years’ service was 2 
interviewees.  Qualitative data was inconsistent with the survey data. 
 
Quantitative data showed that respondents with less than 2 years’ service had the 
highest quality relationship with their line manager and those with between 2 and 5 
years’ service had the lowest quality relationship with their line manager.  Qualitative 
data sample size for those with less than 2 years’ service was 3 interviewees and 2 
interviewees with between 2 and 5 years’ service. Qualitative data was inconsistent 
with the survey data for both of these groups. 
 
Age 
Quantitative data showed that respondents aged 45 to 54 had the highest levels of 
engagement and those younger than age 25 had the lowest levels of engagement. 
Qualitative data sample size for those aged 45 to 54 was 11 interviewees and 1 
interviewee was under the age of 25.  Qualitative data was inconsistent with the survey 
data for both of these groups. 
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Quantitative data showed that respondents aged 55 and over had the highest levels of 
motivation and those younger than age 25 had the lowest levels of motivation.  
Qualitative data sample size for those aged 55 and over was 4 interviewees and 1 
interviewee under the age of 25. Qualitative data was consistent with the survey data 
for the former group and inconsistent for the 1 interviewee under the age of 25. 
 
Quantitative data showed that respondents aged 55 and over had the highest levels of 
resilience and those aged 45 to 54 had the lowest levels of resilience.  Qualitative data 
sample size for those aged 55 and over was 4 interviewees and 11 interviewees for 
those aged 45 to 54. Qualitative data was inconsistent with the survey data for both 
groups. 
 
Quantitative data showed that respondents younger than age 25 had the highest quality 
relationship with their line manager and those aged 35 to 44 having the lowest quality 
relationship with their line manager.  Qualitative data sample size for those younger 
than age 25 was 1 interviewee and 3 interviewees for those aged 35 to 44.  Qualitative 
data was inconsistent with the survey data for both of these groups. 
 
Grade 
Quantitative data showed that respondents graded E1 and above had the highest levels 
of engagement and motivation and those grades OS1 to OS3 had the lowest levels of 
engagement and motivation.  No interviewees were in roles graded OS1 to OS3 as 
such it was not possible to compare qualitative and quantitative data for this group.  
Qualitative data sample size for those in roles graded E1 and above was 3 interviewees.  
Qualitative data was consistent with the survey data for this group in respect of 
engagement, but was inconsistent with the survey data in relation to motivation. 
 
Quantitative data showed that respondents graded OS1 to OS3 had the highest levels 
of resilience and those grades E1 and above had the lowest levels of resilience.  No 
interviewees were in roles graded OS1 to OS3 as such it was not possible to compare 
qualitative and quantitative data for this group.  Qualitative data sample size for those 
in roles graded E1 and above was 3 interviewees. Qualitative data was inconsistent 
with the survey data for those in roles graded E1 and above. 
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Quantitative data showed that respondents graded OS1 to OS3 had both the highest 
and lowest quality relationship with their line manager.  No interviewees were in roles 
graded OS1 to OS3 as such unable to compare qualitative and quantitative data for this 
group. 
 
5.3.1 Summary of Findings 
The evidence from both the questionnaire and interviews provided a raft of data to make a 
number of observations. 
 
The main observations were that: 
 
Concept interrelatedness 
Engagement, Motivation, Resilience and Leadership all interrelate.  However, 
Leadership interrelated with Engagement, Motivation and Resilience to a lesser extent.  
Prerequisites of engagement were found to be motivation and resilience; prerequisites 
of motivation and resilience were found to be personal attributes such as mind-set, 
optimism or pessimism, and attitudinal thinking style, for example feeling grateful or 
dissatisfied with life in general.  Resilience was found to be a combination of both 
personal attributes and hardiness developed through experiencing and overcoming 
adversity, especially during childhood. 
 
Quality of relationship with the line manager 
The quality of the relationship with the line manager, irrespective of whether it was a 
high or low quality relationship, may or may not influence the decision to exert extra 
effort.  This was influenced and dependent upon how engaged individuals are with 
their job and how much weight is put on the importance of the role of a line manager.  
Respect for the line manager was a common important factor which influenced the 
quality of the relationship.  This was based on trust and credibility influenced by a 
number of factors including: the ability to think cohesively and drive change; an ethos 
of continuous improvement and continuous development; the ability to react to crisis 
turning them into opportunities; genuinely caring about others; being conscientious 
and committed to the job and organisation; creating strategic and operational clarity; 
having the confidence and courage to challenge the modus operandi; conversational 
and conflict resolution skills; creativity and being able to deal with complexity; and 
facilitation of consensus problem solving. Other important factors positively 
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influencing the quality of the relationship included the manager being supportive and 
having the followers back and the manager being selfless and having more concern for 
the team. The evidence showed that the quality of the relationship with the line 
manager is more of a hygiene factor compared to a direct driver of effort; however, the 
role of a manager was critical in terms of facilitating loci and determinants of effort. 
 
 
Effort influencers 
Exertion of effort, irrespective of whether this relates to resilience, motivation or 
engagement, was influenced more by internal factors, such as personality or innate 
beliefs, compared to external factors such as pay and relationships.  The job itself and 
having a sense of purpose however was critical to the manifestation or fulfilment of 
innate emotions relating to employee engagement. 
 
Fluctuation 
Engagement, Motivation, Resilience and the Quality of the relationship with the line 
manager were all at the lowest for respondents with between 2 and 5 years’ service; 
this was also seen by the author when working for an American private provider of HE 
in a veterinary school located in the Caribbean, albeit using a different tool to measure 
engagement. 
 
Other observations included: 
 
Dimensions of Engagement 
Three dimensions of engagement emerged.  Antecedents of engagement, pre-existing 
personality related characteristics, appeared to be accountable for the majority of 
effort; a lesser amount of effort appeared to be attributable to external work related 
loci individuals were engaged with, such as the job itself, compared to antecedents, 
however attributable to a greater extent compared to determinants, operational work 
related characteristics. 
 
Antecedents of Engagement 
An individual's values, beliefs, attitude, mind-set, thinking style and personality, 
together create a motivational and resilient springboard for engagement.  This study 
found that certain characteristics were important including: reflective, relative, holistic 
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thinking style; takes responsibility and accountability; being grateful for what they 
have in the present moment and hopeful for the future; self-belief and confidence in 
their own abilities; emotional association and inner desire to make a positive difference 
for others; and a psychological desire and energy to overcome barriers and grow from 
experiencing adversity.   
 
Loci of Engagement 
Work related characteristics employees were engaged with or engaged by were 
external factors such as the job, the team, and the organisation's mission.  However, to 
be truly engaged these external factors must be psychologically aligned with an 
individual's set of values, beliefs and expectations.  The most important locus of 
engagement was found to be the job and job enjoyment or passion; having a 
meaningful sense of purpose through their job positively influenced the decision to 
exert extra effort; opportunities for personal and professional development were the 
second most important factors; working with a cohesive, harmonious and supportive 
team were the third most important factors.  Having genuine involvement with 
decision-making was also an important factor within any given work related factor.  A 
high quality relationship with the line manager, the organisation's mission and values 
and external non-work related factors were all identified as loci of engagement 
however did not lend themselves to a clear hierarchy of importance. 
 
Involvement in the goal-setting process was not a process seen as a key driver of 
engagement or motivation, as such this was more of a determinant to create clarity of 
vision and direction. 
 
Determinants of Engagement  
Operational work related characteristics were found to positively or negatively 
influence the decision to exert extra effort.  The role of a manager was found to be 
pivotal as a facilitator responsible for creating and maintaining an engaging work 
climate, compared to a direct driver of engagement.  Determinants of an engaging 
climate included having a manageable workload and sufficient job challenge; clarity 
of vision, direction and operational clarity; feeling trusted and having sufficient 
autonomy to get on with the job; the ability to make progress, solve problems and 
overcome barriers; receiving constructive feedback about job performance and 
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contribution; feeling supported, cared for and fairly treated; and having the ability to 
freely express views, thoughts and ideas.  An absence or opposing experiences would 
adversely affect engagement. 
 
A low quality relationship with a line manager, not feeling part of the team and lack 
of job enjoyment were likely to negatively affect resilience, a prerequisite of 
engagement. 
 
Differences were found to exist between various demographic groups, for example, 
males were found to be more resilient compared to females and females were found to 
have a higher quality relationship with their line manager compared to males.  Mixed 
responses emerged in relation to how influential the quality of the relationship with 
the line manager was with regards to the follower’s decision to exert extra effort.   
Chapter 6 moves on to discuss these findings. 
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CHAPTER 6 
 
6.0 DISCUSSION 
 
This chapter draws together and discusses the main findings from this study, as 
presented in chapter 5, alongside existing literature, research and theory to develop 
arguments, form conclusions and offer sign posts to further research in the area of 
employee engagement.  
 
Contextual environmental factors relating to the HEI used for this study are included 
in this discussion. This post-92 HEI was experiencing a transitional period of growth. 
making positive progress with its position in the University League Tables, and had 
recently achieved a number of awards such as Investors in People and various other 
quality standard related awards. 
 
The main findings which emerged from this study were that:  
 
• leadership interrelated to a lesser extent than motivation, resilience and 
engagement; 
• the majority of effort was influenced by personality characteristics, mind-set 
and thinking style compared to external environmental factors; 
• external environmental factors capable of influencing effort may be 
classified into two categories, loci of engagement and determinants of 
engagement; 
• a hierarchy of loci of engagement was found to exist; 
• particular leadership attributes were likely to be more influential with respect 
to influencing effort; 
• group differences existed amongst certain demographic characteristics 
 
These main findings are discussed in sections 6.1 to 6.6 in connection with each 
research objective. 
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6.1 Interrelatedness of Engagement, Motivation, Resilience and Leadership 
Findings from this study showed that all four concepts interrelated, with leadership 
interrelating to a lesser extent.  Leadership is discussed in section 6.5. 
 
Prerequisites of engagement were found to be motivation and resilience, both of which 
were inter-reliant and as such difficult to separate.  Prerequisites of motivation and 
resilience were found to be individuals’ personality characteristics, mind-set and 
thinking style which were influenced fundamentally by their values and beliefs. For 
example, having confidence and the belief in having the right skills, knowledge and 
experience to do their job effectively were found from this study to positively influence 
the decision to exert extra effort, characteristics of engagement, motivation and 
resilience.  
These findings are consistent with Pintrich & DeGroot (1990) who associated higher 
self-efficacy, the belief in one’s own ability to successfully achieve a task, a 
characteristic of high resilience, with individuals who are more motivated and 
successful.  Similarly, Dubinsky and Yammorinol (1985) and Campbell et al. (1993) 
believe engagement is the mediator between extra effort and motivation.  Vielife 
(Business in the Community, 2011, p.4) also found that "... high levels of emotional 
resilience are related to greater effectiveness at work" implying exertion of effort.  
Even though confusion relating to engagement exists, in particular whether it is 
performance construct which refers to behaviours, or whether it is an attributes 
construct which refers to attitudes (Macey & Schneider, 2008a), findings from this 
study are supportive of these differences which shows that engagement is a 
combination of attributes, attitudes and behaviours.  This study is also supportive of 
Macey et al. (2009) who suggest that the inner focus, or psychic energy, influence the 
outer focus, or behavioural output. 
 
6.2 Internal and External Factors 
Differing views also exist with respect to whether this inner psychic energy is ranked 
higher than energy created by external factors.  For example, Diefendorff and Chandler 
(2011) recognise that intrinsic motivation plays more of a dominant role, which is 
consistent with Thomas (2009), Kovach (1987), Harpaz (1990) and Lindner (1998) 
who also suggest that intrinsic motivation is ranked higher than extrinsic motivation 
in terms of work performance.  In contrast IDG’s research (cited by Kruse, 2013) 
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showed that 53% of engagement feelings are assigned to external factors, such as pay, 
working conditions and relationships with colleagues and manager, and 47% assigned 
to internal factors.  Therefore, findings from this study support the majority view 
however challenge IDG’s (Kruse, 2013) research as this study suggests that the 
majority of effort is influenced by internal factors such as personality characteristics, 
mind-set and thinking style, and achieving congruence between individuals’ internal 
set of values and beliefs and the external environment.   Likewise, the misalignment 
of these values and beliefs are likely to negatively influence the decision to exert extra 
effort.  The likely manifestation of exerting less effort due to value incongruence 
between an employee and the organisation they work for, causing intra-conflict, is 
likely to generate emotional dissatisfaction with their jobs, adversely affecting 
employee attitudes and fulfilment at work therefore reducing commitment to the 
organisation’s mission. 
 
Respondents working at the HEI provided data that enabled this study to identify 
personality characteristics which positively correlated with higher levels of 
engagement, motivation and resilience. These included wanting to be the best they 
can; having a sense of achievement; being naturally competitive and having 
confidence, which is recognised by Deci and Ryan (1985) who argue that events and 
structures that facilitate feelings of competence, a basic psychological need, will 
enhance intrinsic motivation; similarly, self-confidence was found to be an underlying 
element that influences personal resilience (Giordano, 1997).  Feelings of 
responsibility and accountability, optimism and thinking positively about the future 
are supportive of Welch (2011) who found optimism and self-efficacy to have a 
relationship with job commitment and job involvement.  Bright (1997) also cites 
optimism as an aspect of maintaining a positive outlook, which is supportive of Tugade 
and Fredrickson (2004) who describe resilient people as those who are able to see 
positive aspects when experiencing adversity.  
 
Likewise, the ability to psychologically develop a ‘work-around’ solution to overcome 
challenges was found to be a common trait, which supports Saavedra’s (2003) view 
describing a resilient person as someone who has a sense of hope when facing 
difficulties and having the ability to draw meaning from stressful situations.  Other 
findings from this study showed that resilience, a prerequisite of engagement, was 
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found to be a combination of both personality, mind-set and an attribute developed 
through experiencing and overcoming adversity, especially during childhood.  Positive 
personality characteristics are therefore likely to positively influence effort and 
negative personality characteristics likely to negatively influence effort.  For example, 
findings from this study showed that a belief of having less control over your own 
destiny in life negatively influenced engagement, which confirms work by Twenge, 
Zhang & Im (2004).   
 
Irrespective of whether engagement feelings are assigned more or less to internal or 
external factors, external factors will always be present, which is where the role of a 
manager becomes pivotal in enabling these external factors which positively influence 
the exertion of effort.  Two dimensions of external factors emerged from this study, 
loci of engagement and determinants of engagement which are discussed in section 
6.3.  
6.3 External Factors that most or least influenced effort 
Two different dimensions relating to engagement emerged from the data, including 
drivers of engagement, also referred to as loci of engagement defined as “… that 
particular location in which engagement exists for a person while at work” (Gourlay 
et al., 2011, p.25), and determinants which can be described as operational work 
related characteristics which encourage or stifle the exertion of effort. 
 
Differing views exist as to whether engaged employees have a specific focus on any 
particular aspect of their employment which range from being engaged with multiple 
loci at any time, (Rothbard, 2001; Saks, 2006) to being engaged with one locus at a 
time, (Alfes et al, 2010) to not being focussed on any particular object, event, 
individual or behaviour (Schaufeli & Bakker, 2004b).  These views are compounded 
by suggestions that engagement has a number of referents, including individual, team 
and organisation (Macey & Schneider, 2008a; Saks, 2006).   This view is consistent 
with the Gourlay et al. (2011) who also include line managers, the profession, self-
development and customers.  Schaufeli (2013) also believes engagement can be 
influenced by interpersonal and contextual factors which infers all non-work related 
factors, for example physical well-being, personal relationships or resource related 
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issues such as finances.  Rothbard (2001) is a little clearer and makes reference to 
external non-work related loci of engagement. 
 
Findings emerging from this study support the differing views of Rothbard (2001), 
Saks (2006) and Alfes et al. (2010) in that employees can be engaged with multiple or 
one locus at any one-time dependent upon the intensity of engagement, however this 
challenges Schaufeli and Bakker’s (2004b) view of not being focused on any particular 
loci.  For example, an employee may be completely engrossed with the task in hand, 
one loci, or an employee may be engaged with the task in hand whilst concurrently 
considering how this task contributes to team performance and how the task will make 
a positive difference for others, multiple loci.  No evidence was found to show that 
employees were not focused on any particular aspect of work at any one time. 
6.4 Loci of Engagement 
The most important locus of engagement found from this study were job enjoyment, 
passion and having a sense of purpose.  This supports work by Csikszentmihalyi 
(2000); Kahn, (1990:1992); Harter et al. (2002); Macey and Schneider (2008a); May, 
Gilson & Harter (2004); Brown (1996) and Erickson (2005) who place the work itself 
as the most important factor positively associated with engagement.  Alfes, Truss, 
Soane, Rees, and Gatenby, (2010) also revealed that engagement with the role itself 
had the highest level of engagement.  Similarly, the most important factors influencing 
motivation, a prerequisite of engagement, were found to be interesting work (Lindner, 
1998).  It seems then that identification with the job and having a sense of purpose 
fulfils the innate psychological need of relatedness, one of the elements of Deci and 
Ryan’s Self Determination Theory (1985), which describes the need for meaningful 
work - the feeling of being able to make a difference to people's lives or sense of 
purpose. 
 
The second most important locus of engagement emerging from this study relates to 
having space for learning opportunities for personal and professional growth.   This 
supports research conducted by Aon Hewitt (2011) which showed that one of the top 
three global engagement drivers are career opportunities. Kruse and Karsan (2011) 
also recognised that growth and development is one of the four primary drivers of 
engagement.  Similarly, opportunities for employees to use their skills and abilities 
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was positively associated with engagement (Society for Human Resource 
Management, 2013).  
 
This study found that the third most important locus of engagement relates to working 
with a harmonious, enthusiastic and supportive teams.  These findings support Bakker, 
Albrecht and Leiter (2011) and Blader and Tyler (2009) who identify group or team 
as an important locus of engagement. The Society for Human Resource Management 
(2013) also found that engagement was positively affected when individuals have a 
positive relationship with their co-workers. Healthy relationships were also identified 
as an intrinsic motivator (Manion, 2005).  Bernard (1991); Henderson and Milstein 
(2003); and Day et al. (2006) posit that the nature of social settings can enhance or 
inhibit the capacity to be resilient, a prerequisite of engagement.  
 
Involvement in decision-making was also found to be an important locus of 
engagement that emerged from this study and supports Jermier and Berkes (1979) who 
found higher levels of commitment from employees when they were allowed to 
participate in decision making.  Similarly, Manion (2005) identified choice, the ability 
for an employee to share in the decision making, problem solving and goal setting 
process as being one of the top five motivators.  It is important to note however, that 
findings from this study challenge Manion’s (2005) assertion relating to goal setting, 
as the data from this study showed that involvement in the goal setting process was 
not a key driver of effort.  Irrespective of these findings, the goal setting process should 
not be undermined as the outputs of this process can create clarity and purpose which 
are important elements which positively influence effort. 
 
The quality of the relationship with the line manager, irrespective of whether it was 
high or low quality, ranged from being the second most important locus of engagement 
to having no importance at all.  This was influenced and dependent upon how engaged 
individuals were with their job, their personal/professional growth, or team, and how 
much weight is put on the importance of the role of a line manager.  These findings 
reinforce Macleod and Clarke’s (2009) views who found that there are a number of 
factors that influence employee performance even though leadership remains an 
important factor.  The findings however challenge Dansereau, Graen and Haga (1975) 
and Graen and Cashman (1975) who suggest better performance and job satisfaction 
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result from a high-quality LMX; in some cases, extra effort was exerted even when 
poor quality relationships with the manager existed. However, O'Neil and Arendt 
(2008); Czarnowsky (2008); Fleming and Asplund (2007) Wagner and Harter (2006); 
Harter et al. (2003); and May et al. (2004) contend that the managerial role is an 
important factor in creating a positive workplace climate which has been highlighted 
as the most influential variable on workplace attitudes and behaviours. 
 
Academic credibility or prestige, earned through research, publications, international 
reputation, involvement in research policy and funding, and engagement with 
national/international initiatives (Blackmore, 2016), was found to be an external factor 
important to academic participants in terms of influencing effort, as this is important 
for career advancement.   
 
Data from this study showed that having a sense of pride and feeling part of the 
institution, which was occasionally referred to by interviewees, was a necessary locus 
of engagement albeit not within the top four loci of importance.  Being supportive of 
the university’s values and having an affinity with the organisation, interpreted as the 
organisational mission, values and culture, created a sense of purpose and more 
positive feelings about the future.   These findings are supportive of Markos and 
Sridevi (2010) and Kahn’s (2005) who identify the organisation as an important locus 
of engagement.  This also supports Resick et al. (2007), Kristof-Brown et al. (2005) 
and Verquer et al. (2003) who posit a sense of belonging is enhanced through an 
employee’s job fit, and the degree to which an individual's values and personality fit 
with their job.  A sense of belonging has been found to create a safe work environment 
both psychologically and emotionally (May et al., 2004) which has been hypothesised 
positively with employee engagement (Kahn, 1990; 1992). This is consistent with 
Dunegan, et al. (1992) and Scandura and Graen (1984) who associate stronger 
organisational commitment with higher overall job satisfaction and positively 
associated with a stronger or higher quality LMX. 
 
External non-work related factors, for example family trauma, were also identified as 
a locus of engagement from this study.  Family matters were also identified by 
Rothbard (2001) as an external locus of engagement.  These external non-work related 
factors could have ranged anywhere from the most important factor to the least 
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important factor, dependent upon the nature and significance of any external events 
which could have positively or negatively influenced of engagement, motivation or 
resilience.  Similarly, an employee’s level of engagement could be influenced by 
family values and work ethic which have nothing to do with any drivers of engagement 
(Saks, 2006).  For example, the belief that you should always work hard and do your 
best. 
 
6.5 Determinants of Engagement 
This study seems to indicate that the role of a manager is twofold, being both an 
architect of engagement, having primary responsibility for constructing and 
maintaining a climate conducive to an engaged workforce and a direct driver or loci 
of engagement as described in section 6.4. 
It seems that managers can only be direct drivers of effort where higher quality 
relationships exist.  Findings from this study showed that certain leadership attributes 
were more influential in terms of creating an affinity between the manager and 
follower; and therefore were more likely to directly positively influence engagement, 
motivation and resilience.  These included: 
 
• credibility, trust and respect which supports Alfes et al. (2013); Bennis (1989); 
Bezuidenhout and Schultz (2013); Gallup (2013); and Right Management 
(2010) showing that reliability and respect for the line manager were common 
important factor which influenced the quality of the relationship; and positive 
leadership being a crucial factor linking engagement with employee 
performance.  Larzelere and Huston (1980) expand on this suggesting that 
"dyadic trust would seem to be a prerequisite for commitment, with higher 
levels of trust necessary for higher levels of commitment" (p.597). 
• support care and compassion is supportive of Eisenberger et al. (2002) who 
found that supervisory support increases job satisfaction, commitment to the 
organisation and increased performance, and Arakawa and Greenberg (2007) 
also contend that a supportive manager is the most influential with regard to 
whether employees exert discretionary effort.  Gu et al. (2006) also found that 
strong personal support resulted in sustaining resilience, a prerequisite of 
engagement. A selfless manager who had more concern for the team was also 
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identified as a positive attribute from this study which is supportive of Drucker 
(1992) who argues that the most effective leaders think ‘team’ and not ‘I’, and 
Kennie (2009) who emphasises the importance of selflessness, an important 
attribute underpinning collegiality which is a critical factor in terms of faculty 
success (Shah, 2011).  The findings from this study also supports Maxwell 
(2008) who believes that caring about people is a characteristic of the best 
leaders, and Kroth (2007) who cites ‘care’ as one of the seven elements leaders 
need to do to create a motivational work environment. Transformational 
leadership, which is considered to be more emotions based compared to 
transactional leadership (Palmer et al., 2001) is therefore the most appropriate 
style to facilitate employee engagement, motivation and resilience. 
• energy and enthusiasm demonstrated by managers which creates a positive 
working environment where followers could flourish, which supports 
Wooldridge (2011) who cites energising as an important leadership 
characteristic.  
 
It seems that an absence of these attributes established lower quality relationships 
which either: made no difference to effort with the manager being ‘air-brushed out of 
the picture’; made no difference to effort with the manager being seen as a slight niggle 
in the background; or adversely affected effort and resilience.  These findings therefore 
are supportive of Herzberg et al.’s (1959) view that effective leadership was found to 
be a hygiene factor causing dissatisfaction when missing. 
 
Interestingly, certain leadership behaviours were also found to be important in their 
role as an architect of creating and maintaining an engaging work climate.  These 
included behaviours such as showing appreciation, ensuring the follower’s workload 
is manageable, treating individuals fairly, creating clarity and facilitating operational 
progress. 
 
6.6 Group differences 
A paucity of information relating to some of the demographic groups, such as fixed 
term contracts, permanent contracts, or part-time contracts explored in this study have 
restricted discussion relating to existing research. 
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Engagement has been found to differ and fluctuate by a number of factors including 
industry type, age, gender, qualifications, tenure, contract type and hierarchical 
position (Quantum, 2014).  What motivates employees changes constantly, and as such 
adds to the complexity of variables, for example, more interesting work becomes a 
motivator as employees get older and money becomes less of a motivator as an 
employee’s salary increases (Bowen & Radhakrishna, 1991). 
It appears that the literature on gender and engagement remains inconclusive (Shuck, 
2010); for example, Avery et al. (2007) finding that females were more engaged than 
males, however Yildrim (2008) did not find any significant differences between 
gender.  The findings from this study showed inconsistencies with respect to which 
gender was more or less engaged and motivated.  However, males were found to be 
more resilient compared to females and females were found to have a higher quality 
relationship with their line manager. 
 
According to Solnet and Kralj (2010), findings from an Australian study suggest that 
younger, Generation Y employees are less engaged than others.  These findings are 
consistent with James, McKenchnie and Swanberg (2011) who also found that 
employees aged 24 or younger, compared to those aged 55 and above, were the least 
engaged group.  Aon Hewitt's research (2012) is also supportive of these previous two 
studies as their research found higher engagement levels amongst baby boomers, those 
born between 1945 and 1964, compared to millennials, those born from the year 1982.  
Similarly, Cerasoli, Nicklin and Ford (2014) found that motivation seemed to increase 
with age.  Survey data from this study is supportive of existing research as respondents 
aged 45 to 54 were found to be the most engaged group and respondents aged 55 and 
over were the most motivated group.  Survey data also found the least engaged group 
to be under the age of 25 which is supportive of these three studies.  Interview sample 
sizes for those younger than age 25 were too small to make a meaningful comparison; 
however, this one interviewee was highly engaged as they were early on in their career, 
“glad of the experience to learn and wanted to set a good example and keep their 
reputation.” 
 
According to Aon Hewitt's research (2012), the lowest levels of engagement were 
found amongst professionals, which included nurses and lawyers.  Survey data from 
this study showed that academic staff were more engaged, however interview data 
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showed that support staff were more engaged than academics.   This inconsistency 
between the two data sets may be influenced by the classification of support staff as 
this group of respondents also included researchers and other professionals such as 
Registrars, Accounting and Human Resource professionals.  These findings lead the 
researcher to conclude that this study does not support Aon Hewitt’s findings. 
 
Findings from this study are however supportive of Aon Hewitt's research (2012) 
which found that in Europe, higher engagement levels existed amongst senior 
managers compared to other hierarchical levels.  Respondents graded E1 and above 
were the most engaged and motivated group with respondents graded OS1 to OS3 
reporting the lowest levels of engagement and motivation however this group had the 
highest level of resilience and highest quality relationships with their line managers.  
Responses to the questionnaire show that the lowest graded staff were less inspired by 
their jobs, their jobs were not too demanding and they could detach from their work 
more easily. 
This study showed that staff employed on permanent contracts were more engaged and 
more resilient compared to staff employed on fixed-term contracts, whereas fixed-term 
staff were more motivated and had a higher quality relationship with their line 
manager.  Survey and interview data were inconsistent for these two groups for 
motivation, resilience and quality of relationship with the line manager, the small 
interview sample size however did not facilitate any meaningful comparison.  The 
researcher was unable to find any existing comparative literature. 
 
Findings from this study showed that staff employed on a full-time contract were more 
engaged compared to part-time staff, whereas part-time staff were more motivated, 
resilient and had a higher quality relationship with their line manager.  Two out of the 
three part-time interviewees were highly engaged; the cause of the lowest, moderately 
engaged interviewee was primarily due to being overlooked for promotion, not feeling 
valued by management and the inability to make progress.  The differences between 
these two groups could be attributed to part-time staff feeling side-lined and feeling 
less important than full-time staff, thus having to be more driven and more resilient to 
be seen and heard.  A higher quality relationship with the line manager amongst part-
time staff may manifest from being more dependent upon them for direction and 
information, moreover, managers may be more reluctant to address performance 
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related issues with part-time staff as the impact of any under-performance is likely to 
be less significant compared to full-time staff.  Inconsistencies between survey data 
and interview data for these two group is due to the small interview sample size as 
such it was not possible to make any meaningful comparison.  The researcher was 
unable to find any existing comparative literature.   
 
Literature relating to length of service appears to be inconsistent.  For example, 
Blessing White (2013) found engagement increased for longer serving employees, 
however Burke, Koyuncu, Jing and Fiksenbaum (2009) found lower levels of 
engagement amongst longer serving employees.  Zeng, Zhou and Han (2009) found 
that engagement dipped after 10 years’ service and increased again after 16.  Findings 
from this study support Blessing White’s research which showed respondents with 20 
or more years’ service to be the most engaged group.  Engagement levels were found 
to dip after just 2 years’ service and increase again from 10 years’ service, a similar 
trend to Zeng et al. (2009) finding albeit at a much earlier stage of tenure.  Quantitative 
data showed that employees with between 2 and 5 years’ service had the lowest levels 
of engagement, motivation, resilience and lowest quality relationship with their 
manager, however this was inconsistent with qualitative data due to the small interview 
sample.  No obvious reasons therefore emerged from the interviews for this latter 
group of employees.  However, taking into consideration the hierarchy of loci of 
engagement it would be reasonable to conclude that insufficient challenge and 
opportunities for learning, adversely affecting job positivity are likely to be important 
factors. 
 
Chapter 7 provides a summary of conclusions based on these research findings.  
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CHAPTER 7 
 
7.0 CONCLUSIONS 
 
7.1 Research Conclusions 
The literature review, as presented in chapter 2, shows that a body of knowledge 
already exists demonstrating the importance and benefits that a motivated, resilient 
and engaged workforce brings to organisations.  These benefits include business 
success and sustainability which ultimately have an impact on the wider economy.  
Effective leadership also emerges from this review as an important factor with respect 
to energising employees to develop and perform at their optimum capacity in the work 
environment. 
 
This study achieved what it set out to do, in that it identified: the way in which 
engagement, motivation, resilience and leadership interrelated; which factors most or 
least influenced effort, and; differences between demographic groups. 
 
The three main findings from this study resulted in the following conclusions: 
 
7.1.1 Concept interrelatedness 
Engagement, Motivation, Resilience and Leadership all interrelate.  However, 
Leadership interrelated with Engagement, Motivation and Resilience to a lesser extent.  
Prerequisites of engagement were found to be motivation and resilience; prerequisites 
of motivation and resilience were found to be personal attributes such as mind-set, 
optimistic or pessimistic, and attitudinal thinking style, for example feeling grateful or 
dissatisfied with life in general.  Resilience was found to be a combination of both 
personal attributes and hardiness developed through experiencing and overcoming 
adversity, especially during childhood. 
 
7.1.2 Dimensions of effort 
Three dimensions of effort emerged from this study irrespective of whether this related 
to resilience, motivation or engagement.  Elements of these dimensions, antecedents, 
loci and determinants, as shown in Appendix 28, will have more or less importance 
for each individual influenced by their physical, psychological and environmental 
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state.  The importance of these elements organically interrelate dependent upon the 
significance of a particular situation.  For example, a family crisis will create the 
priority locus for an employee which is likely to decrease the job loci and increase the 
need for organisational, team or manager support.  
 
The majority of effort appeared to be attributable to pre-existing personality related 
characteristics, referred to as antecedents of effort. An individual's values, beliefs, 
attitude, mind-set, thinking style and personality, together create a motivational and 
resilient springboard for effort.  This study found that certain characteristics were 
important including:  
 
• taking responsibility and  being accountable 
• being hopeful for the future 
• having an authentic emotional inner desire to make a positive difference 
for others 
• the ability to reflect and learn 
• being grateful for what they have in the present moment 
• having self-belief and confidence in their own abilities 
• a psychological desire and energy to overcome barriers and grow from 
experiencing adversity 
• to think relatively and holistically 
 
A lesser amount of effort appeared to be attributable to external work related loci 
individuals are engaged with, compared to antecedents, however attributable to a 
greater extent compared to determinants.  The most important locus of effort was found 
to be job enjoyment or job passion which created a meaningful sense of purpose; 
opportunities for personal and professional development were the second most 
important factors; working with a cohesive, harmonious and supportive team were the 
third most important factors.  Having genuine involvement with decision-making was 
also an important factor within any given work related factor.  Academic credibility, a 
high quality relationship with the line manager, the organisation's mission and values 
and external non-work related factors were all identified as loci of engagement 
however did not clearly lend themselves to a hierarchy of importance. 
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The minority of effort appeared to be attributable to operational work related 
characteristics that influence the way things are done, referred to as determinants of 
engagement.  The role of a manager was found to be pivotal as a facilitator responsible 
for creating and maintaining an energising work climate, compared to a direct driver 
of effort.  Determinants of an energising climate include: 
 
• having a manageable workload and sufficient job challenge 
• feeling trusted and having sufficient autonomy to get on with the job 
• receiving constructive feedback about job performance and contribution 
• clarity of vision, direction and operational clarity 
• the ability to make progress, solve problems and overcome barriers 
• feeling supported, cared for and fairly treated 
• having the ability to freely express views, thoughts and ideas 
 
An absence or opposing experiences are highly likely to adversely affect effort.   A 
low quality relationship with a line manager, not feeling part of the team and lack of 
job enjoyment were likely to negatively affect resilience, a prerequisite of engagement. 
 
7.1.3 Quality of relationship with the line manager 
The quality of the relationship with the line manager, irrespective of whether it was a 
high or low quality relationship, may or may not influence the decision to exert extra 
effort.  This was influenced and dependent upon how engaged individuals are with 
their job and how much weight is put on the importance of the role of a line manager.   
Respect for the line manager was a common important factor which influenced the 
quality of the relationship.  This was based on trust and credibility influenced by a 
number of factors including: the ability to think cohesively and drive change; an ethos 
of continuous improvement and continuous development; the ability to react to crisis 
turning them into opportunities; genuinely caring about others; being conscientious 
and committed to the job and organisation; creating strategic and operational clarity; 
having the confidence and courage to challenge the modus operandi; conversational 
and conflict resolution skills; creativity and being able to deal with complexity; and 
facilitating consensus problem solving. Other important factors positively influencing 
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the quality of the relationship included the manager being supportive and having the 
follower’s back and the manager being selfless and having more concern for the team.  
Appendix 28 assimilates managers’ attributes and behaviours with determinants, loci 
and antecedents; a zone of mutuality identifies certain leadership attributes most likely 
to positively influence effort when present, the opposite effect likely when absent, 
compared to more superficial behaviours which facilitate loci and determinants of 
engagement.  Appendix 29, Leadership Success Factors, defines these attributes and 
behaviours.  Appendix 30, Dynamic Synchronistic Leadership, provides a different 
perspective relating to the dynamics of achieving a delicate balance between external 
environmental factors and internal human factors. 
 
The exertion of effort, which is dynamic and subject to frequent change, differed 
between certain demographic groups explored in this study, and likely to be influenced 
by any one or more of the factors described in sections 7.1.1 to 7.1.3.   
 
This study confirms and supports much of the existing literature on engagement, 
motivation, resilience and leadership.  However, challenges some of the existing 
literature, for example: IDG’s research (cited by Kruse, 2013) which showed that 53% 
of engagement feelings are assigned to external factors and 47% assigned to internal 
factors; and Dansereau, Graen and Haga (1975) and Graen and Cashman (1975) who 
suggest better performance and job satisfaction result from a high-quality LMX. 
 
Chapter 8 provides recommendations for the practical application of these research 
findings, makes suggestions for extending the scope of this study, and describes how 
this study contributes to existing knowledge, understanding and practice. 
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CHAPTER 8 
8.0 RECOMMENDATIONS 
8.1 Implications for practice 
Employee engagement has been identified as important factor with respect to an 
organisation’s performance and sustainability.  However, synchronisation of relatively 
recent scientific research and management practices will not be an easy feat as old 
habits and unlearning of old ideas will be a difficult and long term journey; the 
university sector being even more challenging as external drivers of change create “… 
tensions between the logic of managerial control and the conventions of professional 
autonomy …” (Deem, 1998, p.52) 
By using the Effort Iceberg Analogy (Appendix 27), Leadership Success Factors 
(Appendix 29) and the Dynamic Synchronistic Leadership (Appendix 30) figures, five 
recommendations emerge from this study with respect to how senior organisational 
leaders, people managers and HR practitioners can facilitate an engaged workforce 
which positively influences organisational sustainability.  However, these 
recommendations assume that there is a willingness and desire on the part of 
employees to be committed to the organisation they work for, as engagement, which 
is mostly influenced by individuals’ personality characteristics, mind-set and thinking 
style, rest with the employee. 
8.2 Recommendations for future practice 
• Senior organisational leaders should focus on creating clarity of mission and
vision for the future, defining and clarifying its values and organisational
priorities, through corporate plans and the setting of clear organisational
success measures.  Institutional measures of success, as agreed and owned
by the Senior Leadership Team, should be evaluated on a regular basis to
monitor progress and communicate organisational performance to all
employees.  Institutional values are integral to its brand as such should be
clearly published on its website, in reports and integrated into performance
management practices, talent management practices and recognition
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practices. Senior Leaders, Marketing, Communications and Human 
Resource teams are all important contributors in ensuring that these 
organisational values live and do not become espoused values.  A review of 
these expressed values, by the Senior Leadership Team, is suggested to 
ensure they are congruent with the overall Mission when reviewing the 
Corporate Planning. Creating clarity of direction and cultural clarity will 
enable a sense of purpose, in terms of  how individuals contribute to the 
overall mission, which is one of the most important factors that positively 
influences effort. 
 
• Managers of people are key stakeholders as such they need to clearly 
interpret the organisation’s mission and to clarify how individuals and their 
teams contribute towards this mission and vision.  Deans of faculties and 
Directors of Professional Services functions should therefore clearly 
interpret the corporate measures of success in local Business Plans which 
provide the basis from which individual and team goals and development 
plans are set through formal performance review processes.  It is suggested 
that faculty/departmental, team and individual performance is formally 
reviewed annually by all managers within the structural hierarchy.  Creating 
and maintaining operational clarity with respect to the way employees work 
together is also an important element in creating cohesive team working, 
which in turn is an important element for creating an engaged workforce. In 
addition, clarity was found to be an important factor which positively 
influences motivation and resilience, both of which are prerequisites of 
engagement.  Moreover, clarity facilitates autonomy and creativity which is 
positively associated with motivation.  HR practitioners have a key role in 
partnering with managers as consultants to create and implement clarity 
through workforce planning processes, through to goal setting and metrics to 
written policy/procedures. The Dynamic Synchronistic Leadership provides 
a useful perspective with respect to leadership development programmes and 
achieve congruence between employee expectations and external 
organisational demands. 
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• Senior organisational leaders should create and maintain a culture of care 
and support, defined and reinforced in its values, leadership competencies, 
policies, procedures and practices.  For example, affordable company sick 
pay entitlement, occupational health support, and the development and 
implementation of a health and wellbeing strategy, should be considered by 
senior leaders, thus demonstrating genuine care and commitment to creating 
and maintaining a healthy place to work and valuing their workforce.  The 
work environment, or culture can be measured through employee 
engagement or opinion surveys, as such suggest that annual surveys are 
supported by the senior leadership team and facilitated by the Human 
Resources and Communications teams. As with any employee opinion 
survey, it is critical that the findings are listened to and responded to.  Faculty 
and departmental care measures and targets should be integrated into formal 
performance review procedures for all managers.  A culture of care and 
support was found to be important with respect to employees feeling valued 
as human beings and not just a number on the payroll register.  A strong 
organisational commitment and desire to reciprocate was found to exist 
amongst employees who felt genuinely cared for and supported during times 
of personal adversity, thus creating a deeper emotional attachment or 
engagement with the organisation.  Behaviours of people managers are again 
critical with respect to the way in which they manage and support their 
followers and therefore it is recommended that the behaviours of these 
managers are regularly reviewed through the organisation’s performance 
management procedures, and reinforced through talent management 
processes, for example promoting those who demonstrate supportive and 
caring behaviours.  Exemplars of caring and supportive behaviours should 
also be formally recognised and rewarded, for example through formal 
awards ceremonies and through financial rewards. 
 
• HR practitioners should  review recruitment and selection practices in terms 
of leadership selection and promotional criteria; in particular, establishing 
and clarify essential leadership attributes that may not be trainable, but 
critical to facilitating engaged workers.  For example, assigning more weight 
to attribute criteria such as care and compassion and accepting a knowledge 
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or skills gap at the recruitment stage, which is trainable or attainable.  Once 
recruitment and selection panels are retrained/recertified to practice and 
practices are implemented, an evaluation of the new practices should be 
conducted by the HR function, every 12 months; metrics such as 
probationary performance measures, job performance and turnover figures 
would provide data to measure improvements.  HR practitioners should 
consider the development/revision of the organisation’s leadership 
competency framework which integrates these essential leadership attributes 
and behaviours into each stage of the employment life cycle including: 
probationary review; developmental programmes; performance 
management; promotion; and reward and recognition practices. 
 
• HR practitioners should prioritise Organisational Development activities to 
facilitate job satisfaction, personal and professional growth and a climate of 
team collegiality.  For example, the development and implementation of 
career pathways, to support career progression, and the development and 
implementation of talent management procedures, to proactively support 
talent development and career progression are both important priorities for 
HR professionals; the implementation of which needs to be supported by the 
senior leadership team. Managers of teams should be supported and 
developed to create and maintain high performing/cohesive teams; similarly, 
managers of teams need to be equipped to deal with and resolve any team 
conflicts.  These three loci of engagement were found to be the most 
important work related factors which positively influence engagement.  HR 
practitioners have opportunities, for example, through job design, career 
progression, talent management, employee development, and developing 
line managers as coaches to create an engaging culture.  Performance 
Management procedures which enable goal setting, development 
discussions, career discussions, provision of two-way constructive feedback 
about performance and recognition provide a suitable vehicle to positively 
influence engagement if administered effectively by managers of people. It 
is suggested that job satisfaction, development opportunities, career 
progression opportunities and team collegiality are all measured annually 
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through an employee opinion survey, supported by the senior leadership 
team and implemented by HR and Communications teams. 
 
8.3 Suggestions for extending the scope of this study 
Several recommendations are made for extending the scope of this study.   
• As this study is cross-sectional, future longitudinal research exploring 
engagement with employees from recruitment stage through to 5 years’ 
service in an effort to better understand the micro-dynamics of 
engagement.  In particular, fluctuations of effort and whether effort is 
attributable to internal or external factors. 
 
• A study to explore how a harmonious, enthusiastic and supportive team 
environment compared to a negative dysfunctional team environment 
influences employee engagement, would be of interest given the findings 
from this study. 
 
• An exploration into how resilience and the quality of the relationship with 
the line manager interrelate is important.  Potentially, this analysis could 
provide insight into how managers have the opportunity to positively 
influence the follower’s ability to establish a resilient foundation, a 
prerequisite of positive engagement. 
8.4 Evaluation 
The author completed this study as a practitioner enquirer for a project that was 
professionally and personally of huge importance.  As a practitioner the study itself 
has enhanced the author’s professional skills and understanding of engagement, 
motivation, resilience and leadership who still remains enthusiastic about this 
important area of organisational life. 
 
As mentioned in section 3.4, Research Methods, the author was concerned about 
tensions as a practitioner enquirer, but that was unfounded as the author experienced 
support and enthusiasm with collecting the data; colleagues were really helpful.  
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This study clearly identifies three main original contributions to knowledge and 
practice as follows:  
 
• It identifies fundamental leadership attributes which are capable of forming 
the bedrock of mutuality between the leader and follower; the existence of 
this zone of mutuality is likely to positively influence the exertion of effort 
and improve organisational effectiveness, thus confirming the importance 
of high quality relationships between the manager and those being 
managed.  This study also identifies more superficial leadership 
competencies  which are also important in facilitating loci and determinants 
of effort.  These attributes and competences add to the existing literature 
relating to effective leadership competencies and furthers debate with 
respect to whether attributes such as credibility, authenticity, care, trust and 
enthusiasm can be developed or whether they are personality 
characteristics which cannot be developed. 
 
• It sets out an approach to engagement that makes clear distinctions between 
Antecedents, Loci and Determinants and allocates approximate weightings 
for each element.  The model demonstrates the complexity of the 
interrelatedness of various work related characteristics which ultimately 
are dependent upon the antecedents as described which account for the 
majority of the factors which influence effort.  This disconfirms the 
research findings by IDG (cited by Kruse, 2013) which showed that 53% 
of engagement feelings are assigned to external factors, and 47% assigned 
to internal factors as such furthers debate about the relevance and 
importance of whether engagement is assigned to internal or external 
factors; and ultimately what this means for organisational leaders and 
people managers. 
 
• It sets out a new multi-dimensional perspective of effective leadership, in 
particular a dynamic synchronised perspective where the focus for a 
manager of people is to achieve psychological alignment between dynamic 
internal human factors and dynamic external organisational factors.  This 
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perspective highlights the importance of creating and maintaining clarity 
of vision and operational clarity where external and internal forces collide; 
critical leadership attributes and abilities are also summarised.  Time 
perspectives are brought to the fore given that optimism and hope for the 
future are positively associated with effort compared to negativity about 
the past, creating negative organisational memory, which often stifles 
necessary organisational change.   
Finally, it is important to recognise the potential contribution that this study may have 
in informing strategy at the host HEI.  It offers the opportunity to re-evaluate processes 
and procedures based on knowledge gathered over several years.  
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APPENDIX 1: DEFINITIONS: EMPLOYEE ENGAGEMENT; 
MOTIVATION; RESILIENCE; LEADERSHIP 
EMPLOYEE ENGAGEMENT 
Academic Definitions 
“an individual’s involvement and satisfaction with as well as enthusiasm for work.”  
(Harter et al., 2002, p.417) 
"a high internal motivational state." (Colbert et al, 2004, p.603) 
“a positive, fulfilling, work-related state of mind that is characterized by vigour, 
dedication, and absorption on the activity.”  (Schaufeli, Salanova, Gonzalez & 
Bakker, 2002, p.74) 
“passion for work.”  (Truss et al., 2006, p.2) 
Organisational Definitions 
"the extent to which an employee feels a sense of attachment to the organisation he 
or she works for, believes in its goals and supports its values" Barclays (2008) 
"an emotional attachment to the organisation pride and willingness to be an advocate 
of the organisation, a rationale understanding of the organisation's strategic goals, 
values, and how employees fit and motivation and willingness to invest 
discretionary effort to go above and beyond.” Nokia Siemens Networks (2008) 
Consultant Definitions 
“… a positive attitude held by the employee towards the organisation and its values.  
An engaged employee is aware of business context, and works with colleagues to 
improve performance within the job for the benefit of the organisation.”  (The 
Institute of Employment Studies, Robinson et al., 2004, p4).   
“… the emotional commitment the employee has to the organization and its goals.” 
 (Kruse, 2012, 2013, p.6).   
MOTIVATION: Definitions 
 “… an internal drive to satisfy an unsatisfied need…” 
Higgins (1994 in Lindner 1998, p.2) 
"… the will to achieve …" Bedeian (1993, p.675) 
"… the attribute that moves us to do or not to do something …" 
Broussard and Garrison (2004, p.106) 
RESILIENCE: Definitions 
"… the phenomenon of overcoming stress or adversity." (Rutter, 1999, p.119)  
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"… the ability to recover from or adjust easily to misfortune or change." 
(www.russellconsulting.com, 2012),  
"… a dynamic process encompassing positive adaptation within the context of 
significant adversity …" (Luthar, Cicchetti & Becker, 2000, p.543)  
"… the process of, capacity for, or outcomes of successful adaptation despite 
challenging or threatening circumstances” (Masten, Best & Garmezy, 1990, p.426) 
"The attitude, fortitude and skill set of an individual that enables one to cope with 
efficiency and effectiveness in periods of change and stress.  An emotionally 
intelligent individual has the ability to both recognise and harness their own 
emotions and recognise the emotions of others and their potential impact on any 
given situation." 
Business in the Community, (2011, p16) 
“… the capacity of a dynamic system to adapt successfully to disturbances that threaten 
system function, viability, or development.”  (Masten, 2014, p.6) 
LEADERSHIP: Definitions 
‘being out in front’ (Raelin, 2005).   
"... the process of influencing the activities of an organised group in efforts towards 
goal setting and goal achievement"  (Stogdill, 1974 p.11), 
“an interpersonal process through which a leader directs the activities of individuals 
or groups towards the purposeful pursuance of given objectives within a particular 
situation by means of communication” (Gerber et al., 1996, p.343).   
 “… a relationship through which one person influences the behaviour of others…” 
Mullins (1999, p253) 
 “… the ability to influence others to act toward the attainment of a goal …” 
Hellriegel et al’s (2004, p.286) 
 “… Leadership means… the understanding and sharing of a common purpose ___ 
without that there can be no effective leadership.”  Adair, (2003, p.97) 
“… not ‘done’ by an individual ‘to’ others, or set of individual actions through 
which people contribute to a group or organisation… Distributed leadership is a 
group activity that works through and within relationships, rather than individual 
action.”  
(Bennett, Wise, Woods & Harvey, 2003, p3) 
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“… "the capacity to create a compelling vision and to translate vision into 
organizational realities" (Bennis & Townsend, 1995, p.27). 
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APPENDIX 4: FINAL RESEARCH QUESTIONNAIRE 
 
Julie Mulliner 
        HRM Services 
        Chichester House 
        Parkgate Road 
        CHESTER 
        CH1 4BJ 
 
        Tel: 01244-51(2042) 
 
Date: 19thApril 2013 
 
Dear  
 
PhD RESEARCH QUESTIONNAIRE 
 
I am currently studying towards my PhD which will focus on research to explore 
the factors that influence employee engagement within a Higher Education 
Institution.  My study is concerned with levels of motivation and personal 
resilience, and the quality of your relationship with your immediate line manager. 
 
This research is being conducted during a time of unprecedented change within 
the higher education sector, as such it will be interesting to analyse which of the 
above concepts are more or less influential in respect of how engaged or 
committed you are to the University of Chester as your employer.  
  
To enable me to collect data from all University of Chester colleagues, I have 
designed a questionnaire, which is enclosed, and would ask if you would be kind 
enough to take 10 minutes to respond to the questions and return this to me in 
the enclosed pre-addressed envelope no later than Friday 17th May 2013. 
 
Completion and return of this questionnaire is on a purely voluntary basis.  All 
responses will remain unattributable to individual participants and 
anonymity will be maintained at all times during and upon completion of 
this study.  All responses will be used solely for this PhD research and not 
as part of my role within HRMS.  Responses will be analysed to look at trends 
which will made available to any interested parties and disseminated in a 
published paper. 
 
Don’t hesitate to call me on Ext. 2042 or email me on j.mulliner@chester.ac.uk 
should you have any queries whilst completing the questionnaire. 
 
May I take this opportunity to thank you in advance for taking the time to complete 
the enclosed questionnaire.  Your support by completing this questionnaire is 
greatly appreciated as without your participation I would not be able to complete 
my studies.   
 
Kindest Regards 
 
Julie 
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APPENDIX 2: Final Research Questionnaire 
 
Julie Mulliner 
        HRM Services 
        Chichester House 
        Parkgate Road 
        CHESTER 
        CH1 4BJ 
 
        Tel: 01244-51(2042) 
 
Date: 19thApril 2013 
 
Dear  
 
PhD RESEARCH QUESTIONNAIRE 
 
I am currently studying towards my PhD which will focus on research to explore the factors that 
influence employee engagement within a Higher Education Institution.  My study is concerned 
with levels of motivation and personal resilience, and the quality of your relationship with your 
immediate line manager. 
 
This research is being conducted during a time of unprecedented change within the higher 
education sector, as such it will be interesting to analyse which of the above concepts are more 
or less influential in respect of how engaged or committed you are to the University of Chester as 
your employer.  
  
To enable me to collect data from all University of Chester colleagues, I have designed a 
questionnaire, which is enclosed, and would ask if you would be kind enough to take 10 minutes 
to respond to the questions and return this to me in the enclosed pre-addressed envelope no later 
than Friday 17th May 2013. 
 
Completion and return of this questionnaire is on a purely voluntary basis.  All responses will 
remain unattributable to individual participants and anonymity will be maintained at all 
times during and upon completion of this study.  All responses will be used solely for this 
PhD research and not as part of my role within HRMS.  Responses will be analysed to look at 
trends which will made available to any interested parties and disseminated in a published paper. 
 
Don’t hesitate to call me on Ext. 2042 or email me on j.mulliner@chester.ac.uk should you have 
any queries whilst completing the questionnaire. 
 
May I take this opportunity to thank you in advance for taking the time to complete the enclosed 
questionnaire.  Your support by completing this questionnaire is greatly appreciated as without 
your participation I would not be able to complete my studies.   
 
Kindest Regards 
 
 
 
 
Julie 
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Motivation, Resilience and Leadership: 
Mediating influences on Employee Engagement within a Higher Education Institution 
 
The following statements are about how you feel at work.  Please read each statement carefully and decide if you 
ever feel this way about your job.  If you have never had this feeling, indicate with a cross in the “0” (zero) box 
provided after each statement.  If you have had this feeling, indicate how often you feel it by inserting a cross in 
one of the boxes (from 1 to 6) that best describes how frequently you feel that way.  All statements should be 
responded to and an ‘additional comments’ box is provided at the end of each section should you wish to include 
further information in support of your responses. 
SECTION 1 
EMPLOYEE ENGAGEMENT DEFINITION - “a positive attitude held by the employee towards the 
organisation and its values.  An engaged employee is aware of business context.” and works with 
colleagues to improve performance within the job for the benefit of the organisation” 
 
STATEMENT 
Q1 to Q17 are taken from the original 17-
item Utrecht Work Engagement 
Scale(UWES) 
 
RESPONSE 
                Almost never         Rarely         Sometimes        Often       Very often      Always 
      0                  1                        2                       3                   4                   5                   6 
 Never     A few times a      Once a           A few times a    Once a      A few times     Every 
                 year or less    month or less        month             Week          a week           day 
1. At my work, I feel I am bursting 
with energy 
      
   
2. I find the work that I do full of 
meaning and purpose 
      
   
3. Time flies when I’m working       
   
4. At my job, I feel strong and 
vigorous 
      
   
5. I am enthusiastic about my job       
   
6. When I am working, I forget 
everything else around me 
      
   
7. My job inspires me       
   
8. When I get up in the morning, I 
feel like going to work 
      
   
9. I feel happy when I am working 
intensely 
      
   
10. I am proud of the work that I do       
   
11. I am immersed in my work       
   
12. I can continue working for very 
long periods at a time 
      
   
13. To me, my job is challenging       
   
14. I get carried away when I’m 
working 
      
   
15. At my job, I am very resilient 
mentally 
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16. It is difficult to detach myself 
from my job 
      
   
 
STATEMENT 
 
RESPONSE 
                Almost never         Rarely         Sometimes        Often       Very often      Always 
      0                  1                        2                       3                   4                   5                   6 
 Never     A few times a      Once a           A few times a    Once a      A few times     Every 
                 year or less    month or less        month             Week          a week           day 
17. At my work I always persevere, 
even when things do not go well 
      
   
Additional comments: 
SECTION 2 
MOTIVATION DEFINITION  –  "the will to achieve" 
1. I am a highly motivated 
individual when at work 
      
   
2. I believe that I am in control of 
my own destiny in life 
      
   
3. I enjoy the job I do       
   
4. I feel my workload is 
manageable 
      
   
5. I have a sufficient amount of 
autonomy in carrying out the 
work I am responsible for 
      
   
6. I have a sufficient amount of 
autonomy in the way I manage 
my time 
      
   
7. I feel fairly paid for the work I do       
   
8. I have a sufficient amount of 
autonomy over who I work with 
in my team 
      
   
9. I know how my role contributes 
to the overall direction of the 
University 
      
   
10. I believe I have sufficient 
knowledge, skills and 
experience to do my role 
effectively 
      
   
11. The work that I do is too 
demanding for my current 
abilities 
      
   
12. The work that I do is too easy        
   
13. The work that I do is ‘just right’ 
and enables me to develop and 
master new skills 
 
      
   
14. I am passionate about the work 
I do 
      
   
15. I am motivated by continuous 
personal/professional 
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development  
16. I am motivated by achieving 
meaningful tasks/goals 
      
   
 
STATEMENT 
 
RESPONSE 
                Almost never         Rarely         Sometimes        Often       Very often      Always 
      0                  1                        2                       3                   4                   5                   6 
 Never     A few times a      Once a           A few times a    Once a      A few times     Every 
                 year or less    month or less        month             Week          a week           day 
17. I have a strong sense of 
purpose when at work 
      
   
Additional comments: 
SECTION 3 
 EMOTIONAL RESILIENCE DEFINITION  – “the phenomenon of overcoming stress or adversity” (adversity 
is interpreted as a negative, difficult, stressful or disliked situation) 
1. I would describe myself as 
optimistic 
      
   
2. I have confidence in my ability 
to achieve 
      
   
3. I often experience positive 
emotions 
      
   
4. I feel negative about  the 
changes facing the HE Sector 
      
   
5. I am supportive of the 
University’s values (The pursuit of 
excellence and innovation; A 
distinctive student experience; 
Partnership and community; 
Inclusiveness and responsibility; A 
supportive culture and environment; 
A caring Foundation) 
      
   
6. I think negatively about the past       
   
7. I see positive aspects when 
experiencing adversity 
      
   
8. I live in the present moment       
   
9. I think positively about the future       
   
10. I feel positive about the work I do       
   
11. I feel part of my team       
   
12. I am confident in my ability to be 
effective in my role 
      
   
13. I feel I am more resilient now 
than I have been in the past 
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14. I persist until the goal is 
achieved 
      
   
Additional comments: 
 
SECTION 4 
LEADERSHIP DEFINITION  – “a relationship through which one person influences the behaviour of others” 
 
STATEMENT 
 
RESPONSE 
                Almost never         Rarely         Sometimes        Often       Very often      Always 
      0                  1                        2                       3                   4                   5                   6 
 Never     A few times a      Once a           A few times a    Once a      A few times     Every 
                 year or less    month or less        month             Week          a week           day 
1. I have a positive relationship 
with my line manager 
      
   
2. My line manager is optimistic       
   
3. My line manager thinks 
negatively about the  past 
      
   
4. My line manager lives in the 
present moment 
      
   
5. My line manager thinks 
positively about the future 
      
   
6. I have confidence in my line 
manager’s integrity 
      
   
7. I have confidence in my line 
manager’s abilities 
      
   
8. I have respect for my line 
manager 
      
   
9. My line manager makes me feel 
hopeful for the University’s 
future 
      
   
10. My line manager has courage to 
take on new challenges 
      
   
11. My line manager recognises me 
for the work I do 
      
   
12. My line manager inspires me to 
exert extra effort 
      
   
13. My line manager believes in the 
University’s mission and values 
      
   
14. My line manager makes fair 
decisions 
      
   
15. My line manager treats me fairly       
   
16. My line manager involves me in 
the setting of goals to be 
achieved 
      
   
17. My line manager is open to 
feedback about how effective 
they are in their role 
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18. My line manager lets me know 
how well I am doing in my job 
      
   
19. My line manager is part of the 
team 
      
   
20. My line manager is supportive       
   
21. My line manager makes me feel 
part of the team 
      
   
 
STATEMENT 
 
RESPONSE 
                Almost never         Rarely         Sometimes        Often       Very often      Always 
      0                  1                        2                       3                   4                   5                   6 
 Never     A few times a      Once a           A few times a    Once a      A few times     Every 
                 year or less    month or less        month             Week          a week           day 
22. Performance in my role is 
strongly influenced by my line 
manager 
      
   
Additional comments: 
ABOUT YOU 
(please respond by placing a cross in the appropriate box) 
I am 
 
Male                                 Female                  
I am 
 
Full-time                           Part-time  
I am 
 
Support staff                     Academic staff                
My contract of 
employment is 
Permanent                        Fixed term                              
 
I have worked for 
the University for 
 
Less than 2 years               2 to less than 5 years 
 
5 to less than 10 years           10 to less than 20 years           20 years +      
 
I am 
Less than 25 years of age                     Age 25 to 34  
 
 Age 35 to 44                Age 45 to 54              Age 55 to 60+ 
 
My job grade is 
(examples of types 
of roles in this 
grade are 
provided) 
 
OS1 to OS3   
                    
 
Roles include clerical, catering, cleaning, 
porter and grounds and gardens technicians 
 
OS4 to OS6 
 
     
Roles include administrative, supervisory 
and technicians        
 
OS7 to OS9 
 
 
Roles include faculty administrator, 
department manager, research and 
lecturers 
 
OS10 to OS12 
 
    
Roles include senior lecturer, deputy head, 
reader, assistant director and senior 
teaching fellow           
 
E1 or above  
  
Roles include director, head of department, 
associate dean, dean and members of the 
senior management team 
Thank you for taking the time to complete this questionnaire. 
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Could you please return your completed questionnaire in the enclosed self-addressed envelope via the internal mail service to:  
Julie Mulliner, HRM Services, Chichester House, Chester 
 
Notice for potential users of the UWES and the DUWAS 
 
• You are welcomed to use both tests provided that you agree to the following two conditions: 
1. The use is for non-commercial educational or research purposes only. This means that no one is charging 
anyone a fee. 
2. You agree to share some of your data, detailed below, with the authors. We will add these data to our 
international database and use them only for the purpose of further validating the UWES (e.g., updating 
norms, assessing cross-national equivalence). 
• Data to be shared: 
For each sample, the raw test-scores, age, gender, and (if available) occupation. Please adhere to 
the original answering format and sequential order of the items. 
For each sample a brief narrative description of its size, occupation(s) covered, language, and 
country. 
• Please send data to: w.schaufeli@uu.nl. Preferably the raw data file should be in SPSS or EXCEL 
format. 
• By continuing to the TEST FORMS you agree with the above statement. 
http://www.wilmarschaufeli.nl/downloads/test-manuals/  
 
 
 
APPENDIX 5: INFORMED CONSENT FORM 
 
 
 
 
INFORMED CONSENT FORM 
My name is Julie Mulliner, a PhD student at the University of Chester.  The purpose 
of this study is to explore the relationships between employee engagement, leadership, 
motivation and emotional resilience, including the strengths and causality of any 
relationships which may exist.  I am particularly interested in the extent to which the 
quality of the relationship influences employee engagement in comparison to the 
extent to which an individual motivated and emotionally resilient. 
This research will provide a synthesis of concepts that have not been put together 
before and therefore adding to knowledge in a way that has not been done before. 
 
Thank you for agreeing to participate in stage two of the data collection process for 
this study.  Semi-structured interviews are being used as the method for the collection 
of qualitative data to add more in-depth and understanding to quantitative data 
collected during stage one in response to a questionnaire distributed in April 2013. 
This form details the purpose of this study, a description of the involvement required 
and your rights as a participant. 
The interview will be digitally recorded to enable me to gain insights into why 
participants are more engaged or less engaged when at work.  Recordings will only be 
heard by me for the purposes of this study.  You may ask for the recorder to be turned 
off at any time during the interview. 
You also have the right to withdraw from the interview process at any time. In the 
event that you choose to withdraw, a request will be made to you to include any 
information provided up to that point in the final thesis.  Alternatively any information 
provided will be destroyed and omitted from the final thesis. 
Insights provided by you and other interviewees will be used to determine findings 
and reach conclusions which will be included in the final PhD thesis. This study poses 
little or no risk to participants and every effort will be made to ensure anonymity is 
maintained. 
 
By signing this consent form I certify that I _________________________ (Name) 
agree to the terms of this agreement. 
 
Signature __________________________ Date: ___________________________ 
 
 
 
APPENDIX 6: SEMI-STRUCTURED INTERVIEW TEMPLATE AND 
QUESTIONS 
 
Part 1: Introduction 
Welcome and Thank you – Facilities 
Remind interviewee of the purpose of the research 
The interview is expected to last for approximately 1 hour  
Summarise themes to be covered and confirm that this interview is not seeking to 
collect confidential information 
Some notes may be made which will be referred to as an aide memoire during the 
interview 
Remind them that they can withdraw at any time 
Participant has a right not to answer a Question  
Output in phd thesis 
Offer to provide a summary of the research findings upon completion of this study  
Request to record the interview electronically - Interview will be recorded – two 
recorders are to be used as a back-up in case once decides to fail 
Request permission to undertake the interview and  
Ask interviewee to read and sign the consent form before commencing the 
interview 
Part 2: Demographic Questions 
Contract Type:           Permanent / Fixed Term 
Contracted Hours:    Full time / Part Time 
Length of Service:     <2 / 2 to <5 / 5 to <10 / 10 to < 20 / 20 + 
Age:                             <25 / 25 to 34 / 35 to 44 / 45 to 54 / 55 + 
Grade:                         OS1 to 0S3 / OS4 to OS6 / OS7 to OS9 / OS10 to OS12 / E1 
+ 
 
This may identify any differences between particular groups in addition to gender 
and role type. 
Part 3: Questions 
1) What do you understand by the term ‘Employee Engagement’? 
2) If Employee Engagement was rated on a scale of 0 to 10, 0 being 
disengaged and 10 being highly engaged, where would you say you were 
on this scale?  
3) Is there anything in particular that influenced this rating? 
4) What do you think is an important factor that differentiates between 
someone who rates themselves as a 0 compared to someone who rates 
themselves as a 10? 
5) How would you rate the quality of the relationship with your immediate 
line manager on the same scale of 0 to 10, 0 being extremely uninspired 
and 10 being extremely inspired by them? 
6) Is there anything in particular that influenced this rating? 
7) How would you rate your level of motivation on a scale of 0 to 10, 0 being 
extremely demotivated and 10 being highly motivated? 
8) Is there anything in particular that influenced this rating? 
9) What do you understand by the term ‘Emotional Resilience’? 
10) How would you rate your level of Emotional Resilience on a scale of 0 to 
10, 0 meaning no resilience and 10 meaning very high levels of resilience? 
11) Is there anything in particular that influenced this rating? 
 
 
 
12) What would you say are the most important factors that influence your 
decision to exert extra effort, go the extra mile, above and beyond what is 
expected of you in your role? 
 
Upon reflection, given your responses, would you change any of the 4 self-ratings? 
 
Remind them of each rating 
 
Part 4: End 
Thank you for their time 
Confidentiality 
Record Keeping 
Coding – identified by a M1S or M1A; F1A or F1S etc. 
Findings from this study will be shared with appropriate audiences, anonymity will 
be maintained at all times; work will be published too at some point in the future 
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APPENDIX 7 
 
Participant Information Sheet 
 
Motivation, Resilience, Leadership, Employee Engagement: An 
exploration of relationships within a Higher Education Institution 
 
You have been invited to, and confirmed that you are willing to, participate in a 
research study, as such important for you to understand why the research is being 
carried out and what will be involved. 
 
It is important to note that this study and the qualitative data collected from the 
interview process will be used solely for this PhD research and not as part of my role 
within HRMS.   
 
1. Purpose of this study 
 
This PhD study aims to explore the relationships between the above four concepts, 
including the strengths of any relationships which may exist and direction of 
causality.  This study will examine your experience of working at the University of 
Chester within the context of employee engagement and the quality of the 
relationship with your line manager.  I am keen to understand the extent to which 
your relationship with your line manager influences the decision to exert extra effort 
or ‘go the extra mile’ in comparison to your own internal drivers of motivation and 
levels of emotional resilience. 
 
2. Why have you been chosen? 
 
The aim of this study is to collect both quantitative and qualitative data from a 
representative sample of the various types of roles and demographic groups who are 
employed by the University of Chester; some volunteers expressed an interest to 
participate in the second stage of the data collection process in response to a 
university wide communication thanking questionnaire participants.  Individual 
emails were also forwarded to who occupy a particular role e.g. researcher, support 
or academic and of a particular gender where initially underrepresented.  
 
3. Do you have to take part? 
 
No, participation is purely on a voluntary basis and you can opt to withdraw at any 
time of the interview process without giving a reason.  You will be asked to sign a 
consent form prior to the interview. 
 
4. What is expected of you whilst taking part? 
 
To respond as openly and honestly as you can, based on your experiences as an 
employee of the University of Chester.  The interview is a semi-structured interview 
which in practical terms means that there are a number of standard questions all 
interviewees will be asked, however additional questions will be unique to each 
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interviewee dependent upon your responses.  With your consent the interview will be 
recorded and transcribed. 
  
5. Are there any possible disadvantages and risks of taking part? 
 
Participation will take time out of your day, however every effort will be made to 
minimise inconvenience and ensure your comfort during the interview process.  It 
will be possible to take a break or stop the interview process if needed at any point 
during the interview process which is expected to take approximately 1 hour.  
 
6. Are there any possible benefits of taking part? 
 
It is unlikely to be of direct benefit to you, however many participants value the 
opportunity to reflect upon their experiences and express opinions on a variety of 
current affairs or subjects of interest. 
 
 
7. What will happen if you don’t want to continue with the interview 
process? 
 
You can withdraw at any time during the interview process, however would ask if 
the data collected up to the point of your withdrawal could still be used.   
 
8. Complaints 
 
I do not anticipate any problems arising during the interview process, however if you 
do have a concern please feel free to contact Professor Mike Thomas, my lead PhD 
Supervisor at m.thomas@chester.ac.uk. 
 
9. Will my participation in this study by kept confidential? 
 
All information which is collected about you during the interview process will be 
kept strictly confidential. All responses will remain un-attributable to individual 
participants and anonymity will be maintained at all times during and upon 
completion of this study. 
 
Every step will be taken to assure your anonymity.  However, in reporting the data 
permission is requested to refer to your gender and role type. 
 
10. What will happen to the data? 
 
All recorded data will be transcribed and analysed by theme using NVIVO; 
participants will be identified by using a unique un-attributable label e.g. M1S, 
(Male, interviewee 1, Support Staff); F1A, (Female, interviewee 1, Academic Staff); 
M2A etc. Recordings and transcripts will be securely stored and will follow 
governance processes for confidential storage. 
 
11. What will happen to the results of the research study? 
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The results of the research study will be included in the appropriate chapter of my 
PhD thesis which is planned to be submitted the Graduate School in December 2015.  
Findings from this study are likely to be submitted for publication and conference 
presentations; a short report to summarise the key findings will be provided to 
interview participants. 
 
12. How is this research being funded? 
 
This PhD study, which is part-time, is being supported by the University of Chester 
and HRMP Services in terms of the provision and access to a variety of resources 
and support. 
 
13. Ethical Approval 
 
This study was given ethical approval by the Faculty of Business, Enterprise and 
Lifelong Learning Ethics Committee in June 2012. 
 
Thank you for supporting this PhD study. 
 
Contact Details: 
 
Julie Mulliner 
PhD Research Student 
University of Chester 
CH1 4BJ 
 
Tel: 01244 51(2042) 
Email: j.mulliner@chester.ac.uk 
APPENDIX 8: EMAIL INVITE TO PARTICIPATE IN STAGE 2 
OF THE DATA COLLECTION PROCESS 
   
Dear   XXXX, 
 
PHD RESEARCH: INVITE TO PARTICIPATE IN STAGE 2 OF THE DATA 
COLLECTION PROCESS 
 
Further to the distribution of my research questionnaire in April 2013, stage 1 of the 
data collection process, I am now about to embark on stage 2 of the data collection 
process which involves conducting semi-structured interviews. 
 
There are four themes which I would like to explore in more depth including: 
 
Employee Engagement - “a positive attitude held by the employee towards the 
organisation and its values.  An engaged employee is aware of business context, and 
works with colleagues to improve performance within the job for the benefit of the 
organisation”; 
 
Motivation - “the will to achieve”; 
 
Emotional Resilience - “the phenomenon of overcoming stress or adversity” and; 
 
Relationship with your immediate line manager - “a relationship through which 
one person influences the behaviour of others”. 
 
All information provided will recorded, transcribed and themed for the purpose of this 
study; anonymity will be maintained at all times. All responses will be used solely 
for this PhD research and not as part of my role within HRMS.  Information 
provided will be analysed to explore any relationships between concepts which will 
made available to any interested parties and disseminated in a published paper/s. 
 
I am looking to interview a number of volunteers who represent various roles and 
groups of staff across the university and therefore contacting a number of 
individuals, including yourself, to ask if you are willing to participate in this 
process.  If you are willing to participate please can you contact me via telephone 
Ext: 2042 or email j.mulliner@chester.ac.uk to arrange a suitable time and venue. 
 
Looking forward to hearing from you soon 
 
Kindest regards 
 
Julie 
Julie Mulliner MA FCIPD 
Assistant HR Director 
People and Organisational Development 
University of Chester 
Chester CH1 4BJ 
01244 512042 
APPENDIX 9: DEMOGRAPHIC PROFILE OF INTERVIEWEES 
 
ID Employment 
Status 
Contract 
Type 
Role Type Length 
Of 
Service 
Age Grade 
F1S Perm Full Time Support 5 - <10 25-34 OS4 - 6 
F2S Perm Full Time Support 10 - <20 45-54 OS7 - 9 
F3A Perm Full Time Academic 10 - <20 55 + OS10 - 
12 
F4S Perm Full Time Support 5 - <10 45–54 OS10 - 
12 
M5S Perm Full Time Support 10 - <20 45-54 OS7 - 9 
M6A Perm Full Time Academic 5 - <10 45 – 
54 
E1 + 
F7S Perm Full Time Support 10 - <20 45-54 OS7 - 9 
M8A Perm Full Time Academic 10 - <20 45-54 E1 + 
F9Sr Fixed Term Part Time Support/ 
Research 
<2 45-54 OS7 – 9 
F10S Perm Full Time Support 10 - <20 55 + OS4 – 6 
M11A Perm Full Time Academic 10 - <20 45-54 OS10 – 
12 
F12A Perm Full Time Academic 10 - <20 35-44 OS10 - 
12 
F13A Perm Full Time Academic 10 - <20 45-54 E1 + 
F14A Perm Part Time Academic 10 - <20 45-54 OS10 - 
12 
M15A Perm Full Time Academic 10 - <20 55 + OS10 - 
12 
M16Sr Fixed Term Full Time Support/ 
Research 
10 - <20 35-44 OS7 - 9 
M17S Perm Full Time Support 5 - <10 25-34 OS7 - 9 
F18A Perm Full Time Academic 2 - <5 35-44 OS7 - 9 
M19Sr Fixed Term Full Time Support/ 
Research 
<2 25-34 OS7 - 9 
F20S Perm Full Time Support 5 - <10 45-54 OS10 - 
12 
M21A Perm Full Time Academic 2 - <5 25-34 OS10 - 
12 
F22A Fixed Term Part Time Academic 5 - <10 55 + OS10 - 
12 
M23Sr Fixed Term Full Time Support/ 
Research 
<2 <25 OS4 - 6 
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APPENDIX 10: CODE CREATION OVER THE COURSE OF THE ANALYSIS:
ACHIEVING SATURATION POINT
76.21% (157) 
codes
created
92.71% (191) 
codes 
created
100% (206) 
codes 
created
APPENDIX 11:   THEMATIC MAP – INITIAL CATEGORIES 
       
 
Doing a job which is worthwhile, 
a real sense of purpose – job 
belief 
Caring about the job influences EE 
Sense of individual pride, an innate 
trait, and team pride & 
achievement influences EE, M & 
Resilience 
Achieving a balance between 
workload/life/standards of work and 
Flexible working – work/ life balance 
influences EE 
Maintaining & applying the skills you 
have – doing a good job influences 
motivation & EE 
Accountability 
Recognition and 
acknowledgement by senior 
managers influences EE 
Job fulfilment/variety/ 
enjoyment/fit/passion influences 
motivation and engagement 
Job importance influences EE 
 
Participative leadership style & 
Involvement influences EE 
Individual & 
team 
Responsibility 
influences EE 
Hierarchical Engagement – EE with Job but 
not Org; or just job; or job and org; quality 
of relationship with manager seem to be 
equal re. influencing EE 
Certainty and Clarity about identity and job 
role/expectations, goals, tasks, priorities 
influences EE/Confidence/Resilience 
Plateauing influences EE –  
lack of  job related 
progress 
progression/career 
advancement, challenge 
& achievable, stretch 
something new and 
incremental personal 
growth & development 
+ve influences EE, M & R 
Limited job knowledge/ New in role 
influences Confidence and EE 
Job capability, the ability, SKE, to do 
a quality job to the best of an 
individual’s capability influences EE, 
Confidence & Motivation 
Lack of understanding of the demands of 
the role operationally adversely 
influences engagement, 
confidence/resilience 
 
Quality of relationship with manager 
may or may not influence EE, 
Motivation, Resilience 
Dissatisfaction with manager’s style 
would influence EE – leadership as a 
hygiene factor and less of a driver of EE 
Ability to make an impact and 
make a positive difference for 
others influences EE, M & R 
 
Freedom of Expression/Being 
listened to & understood 
influences EE 
 
Inner drive influences EE & 
motivation more than external 
factors 
 
Having respect for others 
influences EE 
 
Having respect for line manager, 
personally and/or professionally 
influences EE 
 
Mgr is airbrushed out of the picture where 
there is a lack of respect; locus of EE changes 
e.g. to team  positively influences EE 
 
Knowing your line manager ‘has 
your back’ i.e. does not throw you 
under the bus, creates a 
reciprocal relationship and 
influences EE 
 
Personal non-work related 
circumstances influence EE, M & R 
Partnership working is +ve trait of 
line manager 
 
Mgr provides autonomy/ 
freedom to do their job 
 
 
Mgrs follower +ve trait 
 Mgr holds follower in high 
regards +ve mgr trait 
 
 
Mgr genuinely rates & has the 
interests of follower at heart +ve 
  
 
Mgr is admired +ve trait 
Follower feels invested to mgr 
not university 
 
 
Follower is aware of mgr’s 
weaknesses 
 
 
Mgr gets is an enabler, monitors 
and results 
 Mgr is encouraging & facilitates 
space for growth/development 
 
Mgr enthusiastic 
 
Mgr has credibility & is regarded 
e.g. same background and 
philosophies 
 
 
 
Follower has a different way of 
working – may create tensions 
 
 
+ve Mgr selflessness vs too much 
self-interest and/or self-worth
 
 
Mgr honesty 
 
Mgr is emotionally draining –ve 
trait –vely influencing 
engagement & resilience 
 
Know each other at a personal 
level without breaching 
professional boundaries 
 
Mgr orchestrates harmony 
 
Mgr leads by example 
 
Mgr is genuinely concerned for 
individuals on a personal level – 
supportive and caring  
 
 
Mgr is trusted 
 
Mgr is flexible and open to new 
ideas and ways of doing things 
 Mgr encourages follower to grow 
and flourish 
 
Follower feeling valued & trusted 
influences EE, M & R 
 
Team climate is equitable, positive, 
creates a sense of belonging – feel 
part of the team, enthusiastic – 
radiators not drains – working in 
concert influences EE, M & R 
 
Mgr builds followers confidence 
 
Mgr is empathic and relates/ 
knows what is important to 
follower 
 
Mgr knows followers strengths and 
works with these/opp. to play to your 
strengths 
 
-ve resilience/ confidence if your 
manager does not have your back 
 
+ve mgr provides rationale for 
decision making 
Mgr and Team support 
influences R & EE – 
creates engagement 
reciprocity 
 
Mgr is a role model and coaches 
followers  
 
Mgr is approachable 
 
Mgr genuinely wants followers to 
succeed 
 
+ve Mgr is proactive 
 
+ve Mgr has courage 
 
Mgr has tact and deals with 
sensitive matters 
 Mgr does not provide information 
– lack of clarity –ve mgr 
behaviour 
 -ve mgr behaviour - Conflicting 
standards and expectations about the 
job and ways of working; operational 
conflict and too much control/micro-
management by line manager 
    
 
 
 
–ve mgr behaviour - lack of 
understanding about colleagues’ 
issues 
 
 -ve mgr – avoids full and frank 
discussions with followers; avoids 
confrontation – lack of 
constructive feedback 
 
 
-ve mgr – lack of interest in 
service provision influences 
engagement  - not as committed 
to the job/organization – doesn’t 
care 
 
 
-ve mgr ineffective decision 
making 
Unfairly 
treated  
Mgr is only needed when things 
go wrong 
-ve mgr – dictatorial 
 
 
Not taken for granted - External 
recognition, appreciation and 
acknowledgement influences EE 
& motivation more than inner 
drive 
 
-ve Mgr – exploitation and 
unreasonable requests 
 
 
-ve mgr – systems focused 
 
 
-ve mgr relationship – reason for 
leaving 
 
 
-ve Mgr – lacks emotional 
control 
 
-ve Mgr – stuck in the weeds 
thinking vs big picture, relative 
thinking 
 -ve Mgr – not present in the here 
and now 
 
-ve Mgr is aggressive & belittling 
 
Desire to learn, uncovering your 
strengths and tapping into/ 
exploring your own potential 
influences Motivation & EE 
 
Stagnation adversely influences 
EE & M 
 
Stage of career influences EE 
 
Experience, life demands, 
motivation (influenced by external 
and internal pressures) & mindset 
influences R 
 
Security at work influences EE, M 
& R 
 
Team or individual performance 
inequity will influence EE & M 
 
Organisational memory 
influences EE & M 
 Social interaction in and out of 
work with others influences EE, M 
and R (vs loan working) 
 
Feeling part of the whole 
organization & working across 
department influences EE  
 
Hierarchy of interest e.g. less 
interest in organization and more 
interest in department 
 
Self-benchmarking influences 
Resilience 
+ve Mgr is part of the team 
 
+ve Mgr deals with difficult team relationships 
 
Mental coping 
techniques, 
developed through 
experiencing life’s 
ups and downs, 
influence Resilience 
& Motivation 
 
Relative/big picture 
thinking influences R 
& M 
Ability to reflect & 
learn influences 
Resilience 
Reputation & Personal 
credibility – maintenance 
influences EE  
 
Desire to succeed influences EE 
 
Motivation & resilience manifest 
from a blend of innate traits, 
personality characteristics, values 
and beliefs; together with 
externally influenced life 
experiences, which are 
determined by nature or nurture.  
It seems that most drive is 
generated internally compared to 
external factors  
 
Competitive nature influences 
Motivation 
Experiencing adversity as a child 
influences Resilience  
 
 
Comfort Zone influences 
EE  
 
Conflicting, misalignment, tensions or incongruence 
between an individuals’ moral compass, ethical 
values, beliefs agendas, & purpose & the reality of 
the organisation culture, manger & team members 
influences EE, M & R 
 
Ability to influence 
decisions/plans influences 
resilience, M and EE 
 
Selfless, wanting to help others 
influences EE, & M  
 
Follower feels 
needed 
 
Knowing how you contribute 
influences EE 
 
-ve Mgr doesn’t put the 
team/dept on the organisation’s 
map 
Mgr consults with follower, 
actively listens and is open to 
ideas +ve trait 
Follower has freedom of choice & is not 
dictated to - +ve EE 
Gratefulness, Flexible, Relative or 
big picture thinking influences EE, 
R & M  
 
Mgr sets high expectations – 
influences Resilience 
Ability to give things a go 
influences resilience  
 
 
Operational boundary clarity with 
line manager influences EE  
 
 
Knowing your manager on a 
personal level aids operational 
clarity & EE 
 
Line of sight clarity between job 
and organization direction 
influences EE  
 
 
-ve mgr – lack 
of interest in 
follower 
influences EE 
 
 
Uncertainty, insecurity, 
lack of stability, poorly 
managed change which 
stifles autonomy/creating 
helplessness/feeling 
unsettled influences EE, M 
& R 
Congruence between individuals 
values and beliefs & org. values 
influences EE  
 
 
+ve Mgr – shared goals/goal & 
priority  alignment 
 
-ve Mgr – doesn’t listen to 
concerns 
 
-ve Mgr constrains thinking influences 
 
 
Credible, up to date 
resources & processes 
available to facilitate 
progress and achieve the 
end goal influence EE & M  
Achievable deadlines influences EE 
 
Burnout influences EE, M & R 
 
Academic Credibility influences 
EE, M & R  
 
Org support, reputation & 
integrity +ve EE 
 
Violated or damaged 
Psychological contract –ve EE 
 
 
 
APPENDIX 12: 24 EMERGING META THEMES 
 
 
COPING STRATEGIES: 
Psychological coping strategies 
and work-around 
SELF-BELIEF & CONFIDENCE: 
Confidence and belief in 
own abilities to do a job 
well 
RELATIVE, HOLISTIC THINKING 
STYLE: the ability to think 
holistically, flexibly and relatively 
within any given situation 
POSITIVE DIFFERENCE: Innate 
desire/need to make a positive 
difference for others 
RESPONSIBILITY & 
ACCOUNTABILITY: Takes 
responsibility and is accountable 
Accountable 
GRATEFULNESS: Grateful and 
appreciative for the quality of life 
being experienced/lived 
INTERNAL DRIVE: Motivation & 
resilience manifest from a blend 
of innate traits, personality 
characteristics, values and beliefs; 
together with externally 
influenced life experiences, which 
are determined by nature or 
nurture.  It seems that most drive 
is generated internally compared 
to external factors.  Motivation & 
Resilience provide a foundation 
for engagement 
JOB: Job enjoyment, passion, and 
meaning influences Motivation 
and Engagement  
 
TEAM: A valued team player 
operating in concert with other 
team players who are supportive 
   
PERSONAL & PROFESSIONAL 
GROWTH: Opportunities and 
space for challenging and 
exploring your potential, abilities 
to facilitate personal and 
professional growth, and 
 
CREDIBILITY: Maintaining 
Credibility and Identity 
MANAGER TRAITS/ 
COMPETENCIES: Positive 
manager traits which positively 
influence engagement 
VALUES: Psychological alignment 
of values and beliefs with 
organizational values and culture 
SUPPORTIVE & CARING 
ORGANISATION: Organizational 
and Departmental integrity, 
support and care 
AUTONOMY: trusted to 
carry out the required 
work to required standards 
 
WORK-LIFE BALANCE: 
Facilitating a reasonable 
workload, without 
compromising standards of 
work and maintain a healthy 
work-life balance by 
avoiding the tipping point 
where an individual 
transitions from highly 
engaged to burnout – a 
state of exhaustion and 
stress 
CLARITY: Strategic and 
Operational Clarity and 
transparency 
CLIMATE: Uncertainty, 
insecurity, instability and 
change 
 
PROGRESS & IMPACT: 
Making progress and 
having a positive impact on 
others, directly or 
indirectly influences 
motivation, engagement 
and resilience 
FREEDOM OF EXPRESSION: 
The ability to be heard and 
influence decisions/plans 
through freedom of 
expression and involvement 
CREDIBLE PROCESSES: 
Credible processes and 
resources available to 
facilitate timely progress 
and achieve the end goal 
NEGATIVE MANAGER 
TRAITS: Negative manager 
traits which may or may 
not influence 
disengagement 
EXTERNAL FACTORS: 
Motivation is stimulated by 
external factors 
NON-WORK RELATED 
FACTORS: External non-
work related factors can 
positively or negatively 
influence engagement, 
motivation & resilience 
 
 
APPENDIX 13: META THEMES AND INTERRELATEDNESS 
 
INDIVIDUAL UNIQUENESS: PERSONALITY; 
CONDITIONING; BELIEFS; VALUES; 
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Engaged, Motivated and Resilient individuals feel 
at a given time) 
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 STRESS 
HEALTH 
ISSUES  
 
MANAGER TRAITS/ 
COMPETENCIES: Positive 
manager traits which positively 
influence engagement 
JOB: Job enjoyment, passion, and 
meaning influences Motivation 
and Engagement  
 
NEGATIVE MANAGER 
TRAITS: Negative manager 
traits which may or may 
not influence 
disengagement 
PERSONAL & PROFESSIONAL 
GROWTH: Opportunities and 
space for challenging and 
exploring your potential, abilities 
to facilitate personal and 
professional growth, and 
 
INTERNAL DRIVE: Motivation & 
resilience manifest from a blend 
of innate traits, personality 
characteristics, values and beliefs; 
together with externally 
influenced life experiences, which 
are determined by nature or 
nurture.  It seems that most drive 
is generated internally compared 
to external factors.  Motivation & 
Resilience provide a foundation 
for engagement 
CLARITY: Strategic and 
Operational Clarity and 
transparency 
NON-WORK RELATED 
FACTORS: External non-
work related factors can 
positively or negatively 
influence engagement, 
motivation & resilience 
PROGRESS & IMPACT: 
Making progress and 
having a positive impact on 
others, directly or 
indirectly influences 
motivation, engagement 
and resilience 
GRATEFULNESS: Grateful and 
appreciative for the quality of life 
being experienced/lived 
CREDIBLE PROCESSES: 
Credible processes and 
resources available to 
facilitate timely progress 
and achieve the end goal 
SELF BELIEF & CONFIDENCE: 
Confidence and belief in own 
abilities to do a job well 
SUPPORTIVE & CARING 
ORGANISATION: Organizational 
and Departmental integrity, 
support and care 
WORK-LIFE BALANCE: 
Facilitating a reasonable 
workload, without 
compromising standards of 
work and maintain a healthy 
work-life balance by 
avoiding the tipping point 
where an individual 
transitions from highly 
engaged to burnout – a 
state of exhaustion and 
stress 
TEAM: A valued team player 
operating in concert with other 
team players who are supportive 
   
FREEDOM OF EXPRESSION: 
The ability to be heard and 
influence decisions/plans 
through freedom of 
expression and involvement 
EXTERNAL FACTORS: 
Motivation is stimulated by 
external factors 
CLIMATE: Uncertainty, 
insecurity, instability and 
change 
 
CREDIBILITY: Maintaining 
Credibility and Identity 
COPING STRATEGIES: 
Psychological coping strategies 
and work-around 
VALUES: Psychological alignment 
of values and beliefs with 
organizational values and culture 
LOCI OR DRIVERS OF 
ENGAGEMENT 
INNATE CHARACTERISTICS 
(ANTECEDENTS) 
DETERMINANTS OF ENGAGEMENT HIGH 
EFFORT 
LOW 
EFFORT 
RESILIENCE 
MOTIVATION 
ENGAGEMENT 
RESPONSIBILITY & 
ACCOUNTABILITY: Takes 
responsibility and is accountable 
POSITIVE DIFFERENCE: Innate 
desire/need to make a positive 
difference for others 
RELATIVE, HOLISTIC THINKING 
STYLE: the ability to think 
holistically, flexibly and relatively 
within any given situation 
 
AUTONOMY: trusted to 
carry out the required 
work to required standards 
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APPENDIX 20: QUESTIONNAIRE RESPONSE VALUES AND INTERVIEW 
SELF-RATING ASSIMILATION 
 
 
Classification Questionnaire 
Response 
Values 
Interviewee 
Self-Rating 
Values 
High Engagement, Motivation, Resilience and High 
Quality Relationship with the Line Manager 
6 9 to 10 
Engagement, Motivation, Resilience and Quality 
Relationship with the Line Manager 
5 7.5 to 8.5 
Moderate Engagement, Motivation, Resilience and 
Moderate Quality Relationship with the Line 
Manager 
4 & 3 4.5 to 7 
Low Engagement, Motivation, Resilience and Low 
Quality Relationship with the Line Manager 
2, 1 & 0 0 to 4 
 
APPENDIX 21: SELF-RATING ANALYSIS FOR ALL 23 INTERVIEW PARTICIPANTS 
Rating – 
10 high; 
0 - low 
ENGAGEMENT  MOTIVATION  EMOTIONAL 
RESILIENCE  
QUALITY OF 
RELATIONSHIP 
WITH LINE 
MANAGER  
COMMENTS 
10 F4S; 
F9Sr 
F18A 
F22A 
F1S;  
F2S;  
F4S; 
M6A 
F9Sr  
F18A 
F22A 
M23Sr F9Sr 
F18A 
14 (60.87%) Highly 
Engaged 
13 (56.52%) Highly 
motivated 
9 (39.13%) Highly 
Resilient 
8 (34.78%) High 
Quality Relationship 
with the Line Manager 
9.5 F7S 
F10S 
F13A 
M17S 
M5S 
M11A 
F13A 
M11A 
M19Sr 
F4S;  
9 F2S  
M5S 
M6A 
M8A 
M15A 
M23Sr 
F3A; 
F10S 
M15A  
F2S; 
M5S 
F7S 
M8A 
M15A 
M17S 
M11A  
F10S 
F13A 
F20S 
M21A 
8.5 F3A 
M11A 
M16Sr 
M21A 
M8A 
M17S 
M23Sr 
F20S F7S 
 
6 (26.07%) Engaged 
7 (30.43%) Motivated 
5 (21.74%) Resilient 
3 (13.04%) Quality 
Relationship with the 
Line Manager 
8 M19Sr F7S 
M19Sr 
F20S 
 
F3A; 
F4S; 
F18A 
M21A 
M19Sr 
7.5 F20S M16Sr 
 
 M17S  
7  M21A F13A F2S 
M5S 
M23Sr 
3 (13.04%) Moderately 
Engaged 
2 (8.70%) Moderately 
Motivated 
6 (26.07%) Moderately 
Resilient 
7 (30.43%) Moderate 
Quality Relationship 
with the Line Manager 
6.5   M16Sr M15A 
M16Sr 
6 F1S  M6A 
F9Sr 
F3A;  
5.5 F14A  F14A  
5 F12A F14A F10S F12A 
4   F1S 
F22A 
M8A 
 
0% Low Engagement 
1 (4.35%) Low 
Motivation 
3 (13.04%) Low 
Resilience 
5 (21.73%) Low Quality 
Relationship with the 
Line Manager  
3    F14A 
F22A 
2  F12A F12A F1S 
1    M6A 
 
 
 
 
 
APPENDIX 22: SUMMARY OF INTERVIEWEE SELF-RATINGS FOR ALL 
FOUR CONCEPTS 
 
 
Self-
rating 
Engagement Motivation Resilience Quality of relationship 
with line manager 
9 to 10 14 (60.87%) 
Highly 
Engaged 
13 (56.52%) 
Highly 
Motivated 
9 (39.13%) 
Highly 
Resilient 
8 (34.78%) High Quality 
Relationship with the Line 
Manager 
7.5 to 8.5 6 (26.07%) 
Engaged 
7 (30.43%) 
Motivated 
5 (21.74%) 
Resilient 
3 (13.04%) Quality 
Relationship with the Line 
Manager 
4.5 to 7 3 (13.04%) 
Moderately 
Engaged 
 
2 (8.70%) 
Moderately 
Motivated 
6 (26.07%) 
Moderately 
Resilient 
7 (30.43%) Moderate Quality 
Relationship with the Line 
Manager 
0 to 4 0% Low 
Engagement 
 
1 (4.35%) Low 
Motivation 
3 (13.04%) 
Low 
Resilience 
 
5 (21.74%) Low Quality 
Relationship with the Line 
Manager  
 
 
 
 
APPENDIX 23: SELF-RATINGS FOR ENGAGEMENT 
CLASSIFICATIONS 
 
INTERVIEWEE 
CODE 
MOTIVATION RESILIENCE QUALITY OF 
RELATIONSHIP 
WITH LINE 
MANAGER 
HIGHLY 
ENGAGED 
   
F2S 10 9 7 
F4S 10 8 9.5 
M5S 9.5 9 7 
M6A 10 6 1 
F7S 8 9 8.5 
M8A 8.5 9 4 
F9Sr 10 6 10 
F10S 9 5 9 
F13A 9.5 7 9 
M15A 9 9 6.5 
M17S 8.5 9 7.5 
F18A 10 8 10 
F22A 10 4 3 
M23Sr 8.5 10 7 
ENGAGED    
F3S 9 8 6 
M11A 9.5 9.5 9 
M16Sr 7.5 6.5 6.5 
M19Sr 8 9.5 8 
F20S 8 8.5 9 
M21A 7 8 9 
MODERATELY 
ENGAGED 
   
F1S 10 4 2 
F12A 2 2 5 
F14A 5 5.5 3 
LOW 
ENGAGEMENT 
OR 
DISENGAGED 
   
ZERO    
 
 
 
 
APPENDIX 24: SELF-RATINGS FOR MOTIVATION 
CLASSIFICATIONS 
 
INTERVIEWEE 
CODE 
RESILIENCE QUALITY OF 
RELATIONSHIP 
WITH LINE 
MANAGER 
ENGAGEMENT 
HIGHLY 
MOTIVATED 
   
F1S   4 2 6 
F2S 9 7 9 
F3A 8 6 9 
F4S 8 9.5 10 
M5S 9 7 9 
M6A 6 1 9 
F9Sr 6 10 10 
F10S 5 9 9.5 
M11A 9.5 9 8.5 
F13A 7 9 9.5 
M15A 9 6.5 9 
F18A 8 10 10 
F22A 4 3 10 
MOTIVATED    
F7S 9 8.5 9.5 
M8A 9 4 9 
M16Sr 6.5 6.5 8.5 
M17S 9 7.5 9.5 
M19Sr 9.5 8 8 
F20S 8.5 9 7.5 
M23Sr 10 7 9 
MODERATELY 
MOTIVATED 
   
F14A 5.5 3 5.5 
M21A 8 9 8.5 
LOW 
MOTIVATION 
OR 
DEMOTIVATED 
   
F12A 2 5 5 
 
  
 
 
 
APPENDIX 25: SELF-RATINGS FOR RESILIENCE 
CLASSIFICATIONS 
 
INTERVIEWEE 
CODE 
QUALITY OF 
RELATIONSHIP 
WITH LINE 
MANAGER 
ENGAGEMENT MOTIVATION 
HIGHLY 
RESILIENT 
   
F2S 7 9 10 
M5S 7 9 9.5 
F7S 8.5 9.5 8 
M8A 4 9 8.5 
M11A 9 8.5 9.5 
M15A 6.5 9 9 
M17S 7.5 9.5 8.5 
M19Sr 8 8 8 
M23Sr 7 9 8.5 
RESILIENT    
F3A 6 8.5 9 
F4S 9.5 10 10 
F18A 10 10 10 
F20S 9 7.5 8 
M21A 9 8.5 7 
MODERATELY 
RESILIENT 
   
M6A 1 9 10 
F9Sr 10 10 10 
F10S 9 9.5 9 
F13A 9 9.5 9.5 
F14A 3 5.5 5 
M16Sr 6.5 8.5 7.5 
LOW 
RESILIENCE  
   
F1S 2 6 10 
F12A 5 5 2 
F22A 3 10 10 
 
 
 
 
APPENDIX 26: SELF-RATINGS FOR QUALITY OF 
RELATIONSHIP WITH THE LINE CLASSIFICATIONS 
 
INTERVIEWEE 
CODE 
ENGAGEMENT MOTIVATION RESILIENCE 
HIGH QUALITY 
OF 
RELATIONSHIP 
WITH THE LINE 
MANAGER  
   
F4S 10 10 8 
F9Sr 10 10 6 
F10S 9.5 9 5 
M11A 8.5 9.5 9.5 
F13A 9.5 9.5 7 
F18A 10 10 8 
F20S 7.5 8 8.5 
M21A 8.5 7 8 
QUALITY OF 
RELATIONSHIP 
WITH THE LINE 
MANAGER 
   
F7S 9.5 8 9 
M17S 9.5 8.5 9 
M19Sr 8 8 9.5 
MODERATE 
QUALITY OF 
RELATIONSHIP 
WITH THE LINE 
MANAGER 
   
F2S 9 10 9 
FSA 8.5 9 8 
M5S 9 9.5 9 
F12A 5 2 2 
M15A 9 9 9 
M16Sr 8.5 7.5 6.5 
M23Sr 9 8.5 10 
LOW QUALITY 
OF 
RELATIONSHIP 
WITH THE LINE 
MANAGER 
   
F1S 6 10 4 
M6A 9 10 6 
M8A 9 8.5 9 
F14A 5.5 5 5.5 
F22A 10 10 4 
 
APPENDIX 27: EFFORT ICEBERG ANALOGY 
Determinants 
(Least)
Loci 
(Lesser extent than 
antecedents and greater 
extent than determinants)
Zone of Mutuality likely to influence the quality 
of the relationship with the manager and 
exertion of effort
Personality Characteristics, Mindset and Thinking Style 
(Majority)
Credibility, Trust & 
Respect; Support, 
Care & Compassion; 
Energy & Enthusiasm 
Appreciation & 
Recognition; Clarity; 
Autonomy; Listens; 
Pragmatic; Collaborative; 
Responsibility; Strategic 
Thinker & Visionary 
Manageable Workload & sufficient job challenge; Clarity 
of Vision, direction & operational clarity; Trusted and 
given sufficient Autonomy; Sense of Achievement through 
problem-solving, overcoming barriers & the ability to 
make Progress; Feeling recognised & Valued through 
constructive feedback & recognition relating to 
performance & contribution; Feeling genuinely supported, 
cared for & fairly treated; Freedom of Expression 
Job Enjoyment & Sense of Purpose; Personal and 
Professional Development; A Supportive & 
Cohesive, Harmonious Team Environment; 
Decision-making involvement; Academic 
Credibility; High Quality Relationship with the 
manager; Organisational Attachment & Alignment 
with the Organisation’s Mission and Values; Non-
work related matters 
Reflective Relative, Holistic, thinking 
style; Takes Responsibility, is 
Accountable & believes they have 
control of their own destiny in life; 
Grateful and Hopeful; Self-belief & 
Confidence in their own abilities; 
Emotional association & inner desire 
to make a positive difference for 
others; Psychological desire and 
energy to overcome barriers & grow 
from experiencing adversity 
APPENDIX 29: ANTECEDENTS, LOCI AND DETERMINANTS OF EMPLOYEE ENGAGEMENT 
Discretionary 
Effort 
Antecedents (Majority) Loci (Lesser extent than 
antecedents and greater 
extent than determinants) 
Determinants (Least) 
Reflective Relative, Holistic, thinking 
style 
HIGH 
LOW 
Grateful (present time perspective) 
and Hopeful (future time 
perspective) 
Takes Responsibility, is Accountable 
& believes they have control of their 
own destiny in life 
Emotional association & inner 
desire to make a positive difference 
for others 
Self-belief & Confidence in their 
own abilities 
Decision-making 
involvement
A Supportive & Cohesive, 
Harmonious Team 
Environment 
Personal and Professional 
Development 
Job Enjoyment & Sense of 
Purpose 
High Quality Relationship 
with the line manager 
Sense of Achievement 
through problem-solving, 
overcoming barriers & the 
ability to make Progress 
Trusted and given sufficient 
Autonomy 
Clarity of Vision, direction 
& operational clarity 
Manageable Workload & 
sufficient job challenge 
Feeling recognised & 
Valued through 
constructive feedback & 
recognition relating to 
performance & 
contribution 
Psychological desire and energy to 
overcome barriers & grow from 
experiencing adversity (past time 
perspective & reflective) Non-work related matters 
Organisational Attachment 
& Alignment with the 
Organisation’s Mission and 
Values 
Freedom of Expression 
Feeling genuinely 
supported, cared for & 
fairly treated 
Academic Credibility 
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APPENDIX 31: DYNAMIC SYNCHRONISTIC LEADERSHIP 
 
 
 
TABLE 1 
RESPONSE CODING USED FOR SPSS INPUT 
 
RESPONSE 
 
 
CODE 
Never 0 
Almost Never – A few times a year or less 1 
Rarely – Once a month or less 2 
Sometimes – A few times a month 3 
Often – Once a week 4 
Very often – A few times a week 5 
Always – Every day 6 
Male 0 
Female 1 
Full-time 0 
Part-time 1 
Support staff 0 
Academic staff 1 
Permanent contract of employment 0 
Fixed term contract of employment 1 
Casual contract of employment 2 
Less than 2 years’ service 0 
2 to less than 5 years’ service 1 
5 to less than 10 years’ service 2 
10 to less than 20 years’ service 3 
20 years’ service or more 4 
Less than 25 years of age 0 
Age 25 to 34 1 
Age 35 to 44 2 
Age 45 to 54 3 
Age 55 to 60+ 4 
Job Grade OS1 to OS3 0 
Job Grade OS4 to OS6 1 
Job Grade OS7 to OS9 2 
Job Grade OS10 to OS12 3 
Job Grade E1 or above 4 
 
 
 
 
1  
 
TABLE 2: CRONBACH ALPHA, MEAN AND STANDARD DEVIATION 
FOR PILOT QUESTIONNAIRE BASED ON 10 RESPONSES 
 
Each Questionnaire item has been coded for use within Tables: Item 1 for Engagement ‘At 
my work, I feel I am bursting with energy’ is coded as EE1; Item 2 ‘I find the work I do full 
of meaning and purpose’ is coded as EE2 and so on, for each concept.  (Appendix 4 provides 
the final questionnaire)  
QUESTIONNAIRE CRONBACH ALPHA MEASURE a = .948 
 
ENGAGEMENT (a = .788) 
 
MEAN 
 
MEDIAN 
 
  STANDARD    
  DEVIATION 
EE1  4.3000 5.0000 .94868  
EE2 4.6000 5.0000 .96609 
EE3 5.2000 5.0000 .78881 
EE4 3.9000 4.0000 1.10050 
EE5 5.1000 5.5000 1.10050 
EE6 4.1000 4.5000      1.10050 
EE7 4.3000 4.5000 1.05935 
EE8 4.3000 4.5000 1.49443 
EE9 4.5000 5.0000 .97183 
EE10 5.0000 5.0000 .94281 
EE11 4.9000 5.0000 .73786 
EE12 4.6000 5.0000 1.07497 
EE13 4.9000 5.0000 .73786 
EE14 3.9000 4.0000 1.19722 
EE15 4.1000 4.5000 1.37032 
EE16 3.4000 3.0000 1.89737 
EE17 5.1000 5.0000 .73786 
MOTIVATION (a = .710) 
 
MEAN MEDIAN STANDARD 
DEVIATION 
 
 
2  
 
M1 4.9000 5.0000 .87560  
M2 4.6000 5.0000          1.26491 
M3 5.0000 5.0000 .81650 
M4 4.2000 4.5000 1.13529 
M5 5.1000 5.0000 .73786 
M6 4.8000 5.0000 1.31656 
M7 4.2000 5.0000 1.81353 
M8 4.3000 4.5000 1.15950 
M9 4.9000 5.0000   .99443 
M10 5.4000 5.0000   .51640 
M11 2.1000 2.0000 1.72884 
M12 1.8000 2.0000 1.47573 
M13 3.5000 3.5000 1.58114 
M14 5.3000 5.5000         .82327 
M15 4.9000 5.0000   .87560 
M16 5.3000 5.0000   .67495 
M17 5.2000 5.0000   .63246 
RESILIENCE (a = .663) 
 
MEAN MEDIAN STANDARD    
DEVIATION 
R1 4.1000 5.0000 1.37032
  
R1 4.5000 5.0000        .97183 
R3 3.8000 3.5000 1.13529 
R4 2.5000 2.5000   .84984 
R5 5.3000 5.0000   .67495 
R6 2.3000 2.0000 1.56702 
R7 3.5000 3.5000 1.08012 
 
 
3  
 
R8 3.6000 4.0000 1.34990 
R9 4.0000 4.0000   .81650 
R10 4.7000 5.0000   .48305 
R11 4.6000 5.0000 1.07497 
R12 4.6000 5.0000 1.07497 
R13 3.8000 4.0000 1.98886 
R14 4.9000 5.0000 1.10050 
LEADERSHIP (a = .968) MEAN MEDIAN STANDARD   
DEVIATION 
L1 4.3000 
 
5.0000 1.88856
  
L2 4.5000 4.0000 1.26930 
L3 2.0000 2.0000 .81650 
L4 3.8000 3.5000 1.47573 
L5 4.7000 5.0000 .82327 
L6 4.4000 5.5000 2.06559 
L7 4.3000 5.0000 1.88856 
L8 4.1000 5.0000 2.28279 
L9 4.4000 4.5000 1.71270 
L10 4.5000 5.0000 1.64992 
L11 4.1000 5.0000 2.02485 
L12 3.6000 4.0000 2.22111 
L13 5.1000 5.5000 1.10050 
L14 4.5000 5.0000 1.43372 
L15 4.8000 5.0000 1.22927 
L16 4.2000 4.5000 1.39841 
L17 3.5000 3.5000 1.95789 
 
 
4  
 
L18 4.3000 5.0000 1.88856 
L19 3.9000 4.5000 2.28279 
L20 4.9000 6.0000 1.59513 
L21 4.5000 5.5000 2.01384 
L22 3.2000 3.0000            2.25093 
 
 
 
1 
TABLE 3: CRONBACH ALPHA MEAN MEDIAN AND 
STANDARD DEVIATION FOR QUESTIONNAIRE BASED ON 
487 RESPONSES 
Each Questionnaire item has been coded for use within Tables: Item 1 for 
Engagement ‘At my work, I feel I am bursting with energy’ is coded as EE1; Item 2 
‘I find the work I do full of meaning and purpose’ is coded as EE2 and so on, for 
each concept.  (Appendix 4 provides the final questionnaire)  
QUESTIONNAIRE CRONBACH ALPHA MEASURE a = .948 
 
           ENGAGEMENT (a = .939) 
 
MEAN 
 
  MEDIAN 
 
STANDARD    
DEVIATION 
EE1  3.7340 4.0000 1.35961 
EE2 4.2798 5.0000 1.33775 
EE3 4.6358 5.0000 1.25553 
EE4 3.7381 4.0000 1.48529 
EE5 4.5749 5.0000 1.31391 
EE6 3.7025 4.0000 1.59785 
EE7 3.8086 4.0000 1.57899 
EE8 3.9033 4.0000 1.60055 
EE9 4.3959 5.0000 1.30003 
EE10 4.8029 5.0000 1.26936 
EE11 4.3794 5.0000 1.37284 
EE12 4.4764 5.0000 1.37098 
EE13 4.0617 4.0000 1.52109 
EE14 3.7485 4.0000 1.57676 
EE15 4.3672 5.0000 1.21495 
EE16 3.0638 3.0000 1.87387 
EE17 4.9277 5.0000 1.04403 
 
 
2 
 
           MOTIVATION (a = .842) 
 
 
MEAN 
 
  MEDIAN 
 
STANDARD    
DEVIATION 
M1 4.7
959 
5.0000 1.18426 
M2 4.2112 4.0000 1.51648 
M3 4.6309 5.0000 1.29281 
M4 4.0930 4.0000 1.46796 
M5 4.5321 5.0000 1.31875 
M6 4.7412 5.0000 1.20567 
M7 3.7629 4.0000 1.67612 
M8 3.3181 3.0000 1.80528 
M9 4.3161 5.0000 1.53269 
M10 5.2851 5.0000 .88307 
M11 1.2354 1.0000 1.34179 
M12 1.9730 2.0000 1.65825 
M13 3.7152 4.0000 1.49302 
M14 4.3499 5.0000 1.60514 
M15 3.9066 4.0000 1.77345 
M16 4.5673 5.0000 1.48195 
M17 4.4247 5.0000 1.40285 
 
RESILIENCE (a = .756) 
 
 
MEAN 
 
  MEDIAN 
 
STANDARD    
DEVIATION 
R1 4.5402 5.0000 1.28281 
R1 4.8086 5.0000 1.11891 
R3 4.5206 5.0000 1.18347 
R4 2.5708 3.0000 1.49710 
R5 4.8399 5.0000 1.23210 
 
 
3 
R6 1.9814 2.0000 1.42793 
R7 3.8693 4.0000 1.18442 
R8 3.9439 4.0000 1.28086 
R9 4.3814 5.0000 1.23184 
R10 4.5133 5.0000 1.24859 
R11 4.3930 5.0000 1.52771 
R12 5.1420 5.0000 .88888 
R13 4.5094 5.0000 1.35570 
R14 5.1198 5.0000 .94688 
 
LEADERSHIP (a = .967) 
 
 
MEAN 
 
  MEDIAN 
 
STANDARD    
DEVIATION 
L1 4.7340 5.0000 1.33816 
L2 4.4729 5.0000 1.42718 
L3 1.9287 2.0000 1.35692 
L4 3.9675 4.0000 1.43899 
L5 4.3812 5.0000 1.35386 
L6 4.6100 5.0000 1.58781 
L7 4.5572 5.0000 1.51704 
L8 4.8347 5.0000 1.47637 
L9 4.1778 5.0000 1.65080 
L10 4.5495 5.0000 1.60273 
L11 4.4700 5.0000 1.58593 
L12 3.9376 4.0000 1.84624 
L13 4.5408 5.0000 1.44410 
L14 4.5052 5.0000 1.43486 
 
 
4 
L15 4.8361 5.0000 1.42158 
L16 4.2640 5.0000 1.64663 
L17 3.8084 4.0000 1.94956 
L18 4.0146 4.0000 1.77300 
L19 4.2406 5.0000 1.78588 
L20 4.7087 5.0000 1.54432 
L21 4.4813 5.0000 1.71597 
L22 3.5415 4.0000 1.64252 
 
Questionnaire 
Item 
Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item 
Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item 
Reference 
Code ER1 ER2 ER3 ER4 ER5 ER6 ER7 ER8 ER9 ER10 ER11 ER12 ER13 ER14
Questionnaire 
Item 
Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation Coefficient 1.000 .392 .579 687* .279 .566 .578 .546 .134 .156 -.490 .314 -.294 .360 .137 -.022 .440 -.176 -.108 .549 .629 .188 .169 .610 .297 .233 -.244 .413 .371 -.091 .324 -.176 .092 -.163 .365 .476 .388 .192 .472 -.207 .114 .375 .103 -.043 .380 -.141 .120 .389 .681* .450 -.103 -.011 .031 .398 .483 .687* .583 .323 .571 .505 .566 .524 .600 .357 .689* .260 .519 .667* .605 .460
Sig. (2-tailed) .262 .079 .028 .434 .088 .080 .103 .712 .667 .151 .377 .410 .307 .706 .952 .203 .626 .767 .101 .051 .603 .641 .061 .404 .518 .497 .235 .291 .803 .361 .626 .800 .653 .300 .165 .267 .594 .169 .566 .753 .286 .777 .905 .278 .697 .741 .266 .030 .192 .777 .976 .931 .255 .158 .028 .077 .363 .085 .136 .088 .120 .067 .312 .028 .468 .124 .035 .064 .181
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .392 1.000 .073 .456 .431 .173 780** .307 .144 748* .308 .101 .171 .371 -.221 .072 .153 .039 657* 690* .457 .246 .367 .342 .534 .543 -.080 .479 -.145 .491 .112 .039 .114 .678* .349 .127 .292 -.205 .125 .169 -.513 .429 0.000 -.129 .155 -.372 .035 .503 .391 .638* -.102 .469 .333 .482 .285 .117 .201 .363 .451 .269 .173 .497 .543 -.113 .297 .132 .258 .349 .209 -.062
Sig. (2-tailed) .262 .840 .185 .214 .633 .008 .389 .692 .013 .386 .782 .636 .292 .540 .844 .674 .915 .039 .027 .184 .494 .297 .334 .112 .105 .825 .162 .690 .150 .759 .915 .755 .031 .323 .726 .412 .570 .731 .641 .130 .217 1.000 .723 .669 .290 .924 .138 .264 .047 .780 .171 .347 .158 .425 .747 .578 .302 .191 .453 .633 .144 .105 .756 .405 .716 .471 .323 .562 .864
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .579 .073 1.000 .374 676* .530 .034 .534 .446 -.167 -.250 770** .063 -.014 .391 -.448 .528 .227 -.076 .112 .554 .451 .564 .747* .190 -.306 -.533 -.202 .173 -.170 .401 .433 .430 -.193 .594 .457 .519 -.021 .301 -.238 .428 -.183 .722* .163 .125 .154 -.245 -.014 .607 .351 0.000 -.346 .088 .112 .357 .535 .488 .491 .354 .264 .592 .420 .504 .414 .806** .458 .509 .668* .576 .525
Sig. (2-tailed) .079 .840 .287 .032 .115 .926 .112 .196 .645 .486 .009 .862 .969 .264 .195 .117 .527 .834 .757 .097 .191 .090 .013 .599 .390 .113 .576 .632 .640 .250 .211 .214 .593 .070 .184 .124 .955 .398 .508 .217 .613 .018 .653 .731 .671 .496 .970 .063 .320 1.000 .328 .809 .757 .311 .111 .153 .149 .316 .460 .071 .226 .138 .235 .005 .183 .133 .035 .081 .119
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient 687* .456 .374 1.000 .239 .621 .447 .454 .232 .388 -.163 .374 -.366 .344 .317 .150 .186 -.288 .099 .424 .746* .107 .330 .536 .465 .420 -.149 .236 .572 .365 .031 -.439 .063 -.262 .600 .424 .593 .275 .517 .160 .138 -.079 .141 -.239 .651* .058 .029 .240 .719* .639* -.259 .292 .435 .309 .393 .524 .499 .447 .758* .521 .662* .435 .530 .425 .482 .327 .285 .640* .640* .280
Sig. (2-tailed) .028 .185 .287 .506 .055 .196 .187 .519 .268 .652 .287 .299 .331 .372 .680 .606 .420 .786 .222 .013 .769 .352 .110 .176 .227 .681 .512 .084 .299 .932 .205 .862 .465 .067 .222 .071 .443 .126 .659 .704 .829 .697 .506 .042 .875 .936 .504 .019 .046 .469 .412 .209 .384 .262 .120 .142 .195 .011 .122 .037 .209 .115 .221 .158 .357 .424 .046 .046 .433
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .279 .431 676* .239 1.000 .486 .212 .502 .552 .146 0.000 814** .456 .127 .159 -.572 .325 .464 .331 .398 .556 .795** .917** .639* .568 -.205 -.191 -.322 -.281 .180 .269 .644* .389 .369 .711* .435 .399 -.438 .086 .082 -.178 -.007 .435 -.041 .077 .077 -.050 .321 .536 .613 -.097 .133 .607 .246 .433 .477 .493 .789** .311 .385 .601 .512 .512 .275 .428 .279 .571 .468 .509 .498
Sig. (2-tailed) .434 .214 .032 .506 .154 .557 .139 .098 .687 1.000 .004 .185 .727 .661 .084 .359 .177 .350 .254 .095 .006 .000 .047 .087 .570 .597 .365 .431 .618 .453 .044 .267 .294 .021 .210 .253 .206 .812 .822 .623 .984 .210 .911 .832 .832 .891 .366 .111 .060 .791 .715 .063 .492 .212 .163 .148 .007 .381 .272 .066 .130 .130 .443 .218 .435 .085 .173 .133 .143
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .566 .173 .530 .621 .486 1.000 .475 690* .283 .146 0.000 .607 .258 .324 .135 .095 .350 -.180 .136 .426 .799** .226 .435 .639* .163 .393 -.458 .143 .258 -.272 .590 -.180 .011 -.283 .453 .181 .156 -.122 .615 .154 .339 -.238 .266 -.326 .077 -.283 -.212 -.085 .911** .761* -.604 .037 .607 .690* .835** .941** .972** .838** .780** .872** .969** 817** 799** 837** .613 .620 853** 880** 997** 890**
Sig. (2-tailed) .088 .633 .115 .055 .154 .166 .027 .428 .687 1.000 .063 .472 .361 .710 .793 .322 .618 .708 .219 .006 .530 .210 .047 .652 .262 .183 .693 .472 .447 .073 .618 .976 .428 .189 .617 .666 .738 .058 .672 .338 .507 .458 .357 .832 .427 .556 .815 .000 .011 .065 .918 .063 .027 .003 .000 .000 .002 .008 .001 .000 .004 .006 .003 .059 .056 .002 .001 .000 .001
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .578 780** .034 .447 .212 .475 1.000 .418 -.079 674* .245 -.075 .231 .564 -.389 .449 .283 -.277 .486 .680* .492 -.066 .077 .271 .223 .787** -.261 .765** .033 .027 .490 -.277 -.232 .375 .036 -.082 -.034 -.081 .274 .213 -.338 .501 -.118 -.239 .029 -.708* .006 .373 .608 .708* -.259 .272 .248 .860** .620 .486 .566 .413 .664* .648* .362 .794** .787** .288 .434 .401 .616 .550 .490 .325
Sig. (2-tailed) .080 .008 .926 .196 .557 .166 .229 .829 .033 .495 .836 .520 .090 .266 .194 .428 .439 .154 .031 .149 .857 .832 .448 .536 .007 .467 .010 .929 .942 .151 .439 .519 .286 .921 .821 .926 .823 .444 .554 .340 .140 .746 .506 .937 .022 .986 .288 .062 .022 .469 .446 .490 .001 .056 .154 .088 .236 .036 .043 .304 .006 .007 .420 .210 .250 .058 .100 .151 .360
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .546 .307 .534 .454 .502 690* .418 1.000 743* .360 0.000 652* .362 -.196 .175 -.147 .105 .388 .517 659* 914** .528 .575 .891** -.068 .291 -.402 .151 -.244 -.208 .487 .240 .403 .160 .634* .555 .066 -.522 .827** -.350 .199 -.172 .416 .156 .049 -.197 -.435 -.069 .628 .391 -.601 -.300 .314 .472 .835** .687* .710* .587 .375 .416 .649* .609 .624 .244 .578 .254 .714* .818** .727* .549
Sig. (2-tailed) .103 .389 .112 .187 .139 .027 .229 .014 .306 1.000 .041 .304 .588 .629 .686 .773 .268 .126 .038 .000 .117 .082 .001 .851 .415 .250 .678 .498 .563 .153 .505 .248 .658 .049 .096 .855 .122 .003 .322 .581 .635 .232 .666 .892 .585 .209 .851 .052 .264 .066 .400 .377 .168 .003 .028 .021 .075 .286 .232 .042 .062 .054 .498 .080 .480 .020 .004 .017 .100
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .134 .144 .446 .232 .552 .283 -.079 743* 1.000 .334 0.000 747* .378 -.373 .578 -.422 .067 825** .505 .475 .642* .721* .766** .693* .105 -.147 -.229 -.234 -.492 .044 .173 .541 .756* .276 .839** .772** .347 -.684* .518 -.505 .081 -.279 .579 .530 .210 .387 -.206 -.020 .154 .077 -.314 -.367 .269 -.021 .477 .261 .270 .451 -.117 -.070 .357 .100 .106 -.110 .143 -.178 .252 .401 .321 .125
Sig. (2-tailed) .712 .692 .196 .519 .098 .428 .829 .014 .345 1.000 .013 .281 .288 .080 .225 .854 .003 .136 .166 .045 .019 .010 .026 .772 .686 .524 .515 .149 .903 .632 .106 .011 .441 .002 .009 .326 .029 .125 .136 .825 .436 .079 .115 .561 .270 .569 .955 .671 .832 .377 .296 .453 .954 .164 .466 .451 .191 .747 .848 .312 .783 .771 .761 .694 .623 .483 .250 .366 .730
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .156 748* -.167 .388 .146 .146 674* .360 .334 1.000 .500 -.044 .338 .337 .040 .468 .169 .176 792** .625 .415 0.000 .268 .140 .244 .674* -.228 .606 -.240 .326 .275 -.132 .129 .557 .308 .144 .208 -.332 .194 .041 -.442 .285 .144 .244 .264 -.242 .059 .306 .200 .463 -.144 .102 .220 .547 .465 .063 .194 .295 .280 .198 .084 .400 .388 -.080 .020 .042 .201 .286 .167 -.177
Sig. (2-tailed) .667 .013 .645 .268 .687 .687 .033 .306 .345 .141 .904 .339 .341 .912 .173 .641 .627 .006 .053 .233 1.000 .454 .699 .497 .033 .526 .063 .504 .359 .442 .716 .722 .095 .386 .691 .565 .348 .592 .911 .201 .425 .691 .497 .461 .500 .870 .390 .579 .178 .691 .780 .541 .101 .176 .864 .592 .408 .433 .583 .818 .252 .268 .826 .957 .909 .578 .423 .645 .624
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.490 .308 -.250 -.163 0.000 0.000 .245 0.000 0.000 .500 1.000 -.132 .634* 0.000 -.243 .448 0.000 0.000 .708* 0.000 0.000 -.296 0.000 -.120 -.244 .531 -.456 .293 -.280 0.000 .338 0.000 0.000 .401 -.132 -.577 -.208 -.332 0.000 .245 0.000 -.307 .289 0.000 -.484 -.484 -.476 -.449 0.000 .253 -.289 0.000 .132 .421 .162 -.250 0.000 .168 .120 0.000 -.125 .280 .245 0.000 0.000 .333 .080 .132 0.000 -.158
Sig. (2-tailed) .151 .386 .486 .652 1.000 1.000 .495 1.000 1.000 .141 .716 .049 1.000 .500 .195 1.000 1.000 .022 1.000 1.000 .407 1.000 .741 .497 .114 .185 .412 .433 1.000 .339 1.000 1.000 .251 .716 .081 .565 .348 1.000 .495 1.000 .388 .419 1.000 .156 .156 .165 .193 1.000 .481 .419 1.000 .716 .226 .655 .486 1.000 .642 .741 1.000 .730 .433 .495 1.000 1.000 .347 .825 .716 1.000 .664
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .314 .101 .770** .374 814** .607 -.075 652* 747* -.044 -.132 1.000 .298 -.133 .527 -.616 .283 .496 .172 .356 .695* .778** .839** .811** .351 -.255 -.321 -.412 -.155 -.039 .253 .496 .648* -.012 .864** .610 .494 -.450 .466 -.237 .315 -.390 .585 .086 .097 .314 -.199 -.058 .511 .400 -.381 -.097 .527 .067 .463 .558 .542 .749* .226 .265 .729* .324 .345 .324 .443 .161 .470 .609 .635* .534
Sig. (2-tailed) .377 .782 .009 .287 .004 .063 .836 .041 .013 .904 .716 .404 .713 .118 .058 .429 .145 .634 .313 .026 .008 .002 .004 .320 .477 .365 .236 .669 .914 .481 .145 .043 .974 .001 .061 .147 .192 .175 .509 .376 .265 .076 .813 .790 .377 .582 .875 .131 .252 .277 .790 .117 .855 .178 .094 .106 .013 .531 .459 .017 .361 .329 .361 .199 .656 .170 .062 .049 .112
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.294 .171 .063 -.366 .456 .258 .231 .362 .378 .338 .634* .298 1.000 .007 -.096 .021 .236 .476 .644* .301 .175 .261 .394 .162 -.138 .190 -.463 .085 -.710* -.368 .650* .476 .251 .523 .108 -.171 -.263 -.797** .076 -.062 -.098 -.093 .366 .206 -.569 -.361 -.278 -.228 .098 .278 -.366 -.230 .283 .527 .553 .204 .375 .541 -.054 .201 .184 .453 .331 .142 .030 .190 .526 .264 .257 .313
Sig. (2-tailed) .410 .636 .862 .299 .185 .472 .520 .304 .281 .339 .049 .404 .984 .793 .955 .512 .164 .044 .398 .628 .467 .260 .654 .705 .600 .178 .816 .021 .295 .042 .164 .484 .121 .767 .637 .463 .006 .834 .865 .787 .799 .298 .568 .086 .306 .436 .527 .787 .437 .298 .522 .429 .118 .097 .571 .286 .106 .882 .578 .611 .188 .350 .695 .934 .599 .118 .461 .473 .378
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .360 .371 -.014 .344 .127 .324 .564 -.196 -.373 .337 0.000 -.133 .007 1.000 .027 .452 .648* -.445 -.133 .251 0.000 -.263 -.035 -.249 .583 .358 -.154 .486 .357 .048 .349 -.445 -.304 -.075 -.059 -.170 .350 .280 -.304 .399 -.298 .554 -.146 -.205 .282 -.163 .641* .516 .357 .631 .194 .384 .252 .560 .245 .365 .377 .390 .492 .594 .324 .438 .385 .533 .053 .260 .291 .148 .302 .252
Sig. (2-tailed) .307 .292 .969 .331 .727 .361 .090 .588 .288 .341 1.000 .713 .984 .940 .189 .043 .198 .713 .484 1.000 .462 .924 .487 .077 .310 .671 .154 .311 .895 .323 .198 .392 .837 .871 .638 .322 .434 .392 .254 .404 .097 .688 .569 .430 .653 .046 .127 .311 .050 .590 .274 .482 .092 .495 .300 .283 .265 .148 .070 .361 .205 .272 .113 .883 .469 .415 .683 .397 .482
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .137 -.221 .391 .317 .159 .135 -.389 .175 .578 .040 -.243 .527 -.096 .027 1.000 -.194 .458 .416 -.155 .097 .218 .239 .333 .239 .263 -.320 -.295 -.179 .068 -.046 .075 .068 .699* -.339 .637* .618 .755* -.128 .198 -.505 .390 -.241 .560 .592 .441 .783** .285 -.059 -.052 -.082 .023 -.349 -.007 -.272 .078 .115 .056 .218 -.188 -.192 .257 -.265 -.248 .087 -.048 -.286 -.159 .157 .155 -.061
Sig. (2-tailed) .706 .540 .264 .372 .661 .710 .266 .629 .080 .912 .500 .118 .793 .940 .591 .183 .231 .669 .789 .545 .506 .346 .505 .463 .367 .408 .620 .852 .899 .837 .853 .024 .339 .048 .057 .012 .725 .583 .137 .266 .502 .092 .072 .202 .007 .424 .871 .887 .822 .949 .323 .984 .447 .829 .753 .879 .545 .604 .594 .474 .459 .490 .810 .895 .423 .661 .666 .669 .868
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.022 .072 -.448 .150 -.572 .095 .449 -.147 -.422 .468 .448 -.616 .021 .452 -.194 1.000 .148 -.570 .139 -.051 -.101 -.832** -.547 -.433 -.305 .728* -.297 .721* .342 -.159 .344 -.745* -.515 -.192 -.476 -.529 -.220 .311 0.000 .286 .013 .114 -.117 -.040 .029 -.466 .019 -.150 .088 .178 -.047 -.066 -.172 .541 .224 .010 .126 -.130 .332 .287 -.088 .270 .233 .296 -.048 .329 .072 .086 .071 -.071
Sig. (2-tailed) .952 .844 .195 .680 .084 .793 .194 .686 .225 .173 .195 .058 .955 .189 .591 .684 .086 .702 .889 .781 .003 .102 .211 .392 .017 .404 .019 .333 .661 .331 .013 .128 .595 .164 .116 .542 .382 1.000 .424 .971 .753 .747 .913 .937 .175 .958 .680 .809 .622 .897 .856 .635 .106 .534 .978 .729 .720 .348 .421 .808 .450 .518 .406 .894 .353 .844 .813 .845 .846
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .440 .153 .528 .186 .325 .350 .283 .105 .067 .169 0.000 .283 .236 .648* .458 .148 1.000 .026 -.109 .224 .123 -.061 .136 .129 .306 .024 -.694* .382 .129 -.378 .704* .026 .306 -.128 .201 .085 .561 -.011 -.076 -.228 .200 .308 .537 .371 .045 .045 .338 .141 .311 .384 .171 -.282 -.108 .427 .352 .398 .411 .427 .217 .292 .350 .382 .362 .467 .385 .261 .377 .409 .373 .300
Sig. (2-tailed) .203 .674 .117 .606 .359 .322 .428 .773 .854 .641 1.000 .429 .512 .043 .183 .684 .943 .764 .535 .735 .868 .708 .723 .390 .947 .026 .276 .723 .281 .023 .943 .391 .725 .578 .815 .091 .977 .834 .527 .579 .387 .110 .291 .903 .903 .339 .697 .381 .273 .637 .430 .767 .218 .319 .255 .238 .218 .548 .414 .322 .276 .304 .174 .271 .467 .283 .240 .288 .400
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Questionnaire 
Item 
Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item 
Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item 
Reference 
Code ER1 ER2 ER3 ER4 ER5 ER6 ER7 ER8 ER9 ER10 ER11 ER12 ER13 ER14
Questionnaire 
Item 
Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation Coefficient -.176 .039 .227 -.288 .464 -.180 -.277 .388 .825** .176 0.000 .496 .476 -.445 .416 -.570 .026 1.000 .418 .305 .165 .711* .603 .345 .054 -.431 -.040 -.331 -.804** .004 .048 .810** .750* .529 .539 .610 .165 -.779** .091 -.589 -.170 -.027 .432 .687* -.031 .434 -.028 .075 -.303 -.260 0.000 -.401 0.000 -.260 .139 -.114 -.117 .156 -.571 -.422 -.092 -.208 -.241 -.462 -.171 -.473 -.011 -.054 -.147 -.160
Sig. (2-tailed) .626 .915 .527 .420 .177 .618 .439 .268 .003 .627 1.000 .145 .164 .198 .231 .086 .943 .229 .391 .650 .021 .065 .328 .883 .213 .912 .350 .005 .992 .894 .004 .012 .116 .108 .061 .650 .008 .803 .073 .639 .941 .212 .028 .932 .210 .939 .836 .395 .469 1.000 .250 1.000 .469 .702 .754 .747 .668 .085 .224 .800 .564 .503 .179 .637 .167 .977 .882 .686 .660
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.108 .657* -.076 .099 .331 .136 .486 .517 .505 .792** .708* .172 .644* -.133 -.155 .139 -.109 .418 1.000 .549 .467 .257 .430 .354 -.017 .538 -.266 .303 -.574 .207 .275 .264 .280 .750* .334 .048 -.087 -.664* .334 -.024 -.298 -.066 .265 .163 -.180 -.385 -.416 -.044 .163 .351 -.409 .017 .304 .456 .465 -.007 .176 .351 .137 .063 .063 .407 .391 -.214 .102 .097 .284 .334 .163 -.085
Sig. (2-tailed) .767 .039 .834 .786 .350 .708 .154 .126 .136 .006 .022 .634 .044 .713 .669 .702 .764 .229 .100 .173 .473 .215 .316 .963 .109 .457 .395 .083 .566 .442 .461 .434 .013 .346 .895 .812 .036 .346 .948 .403 .857 .460 .653 .619 .272 .231 .903 .652 .320 .241 .963 .392 .185 .176 .985 .627 .320 .706 .863 .863 .243 .264 .554 .778 .789 .426 .346 .652 .815
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .549 .690* .112 .424 .398 .426 .680* .659* .475 .625 0.000 .356 .301 .251 .097 -.051 .224 .305 .549 1.000 .659* .480 .401 .555 .376 .495 -.132 .487 -.381 .012 .333 .038 .410 .501 .508 .472 .200 -.575 .547 -.318 -.267 .388 -.028 .094 .085 -.220 .137 .369 .370 .462 -.500 .196 .352 .527 .638* .489 .505 .527 .247 .343 .426 .462 .436 -.023 .179 -.176 .460 .508 .457 .231
Sig. (2-tailed) .101 .027 .757 .222 .254 .219 .031 .038 .166 .053 1.000 .313 .398 .484 .789 .889 .535 .391 .100 .038 .160 .251 .096 .284 .146 .717 .154 .277 .974 .346 .917 .239 .140 .134 .168 .580 .082 .102 .370 .456 .268 .939 .796 .816 .541 .705 .294 .293 .179 .141 .588 .319 .118 .047 .151 .136 .118 .492 .331 .219 .179 .208 .949 .620 .626 .181 .134 .184 .520
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .629 .457 .554 .746* .556 .799** .492 .914** .642* .415 0.000 .695* .175 0.000 .218 -.101 .123 .165 .467 .659* 1.000 .491 .634* .898** .203 .390 -.341 .139 .033 .051 .351 .037 .322 .055 .749* .539 .293 -.310 .804** -.102 .183 -.219 .360 -.081 .256 -.146 -.346 .034 .798** .629 -.599 0.000 .530 .490 .772** .727* .750* .699* .632 .560 .799** 665* 712* .382 .626 .363 667* 877** 830** .556
Sig. (2-tailed) .051 .184 .097 .013 .095 .006 .149 .000 .045 .233 1.000 .026 .628 1.000 .545 .781 .735 .650 .173 .038 .149 .049 .000 .574 .265 .335 .702 .927 .889 .320 .920 .365 .879 .013 .108 .411 .383 .005 .780 .612 .544 .307 .824 .475 .687 .328 .926 .006 .051 .067 1.000 .115 .151 .009 .017 .012 .024 .050 .092 .006 .036 .021 .276 .053 .302 .035 .001 .003 .095
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .188 .246 .451 .107 .795** .226 -.066 .528 .721* 0.000 -.296 .778** .261 -.263 .239 -.832** -.061 .711* .257 .480 .491 1.000 .843** .650* .454 -.390 .193 -.498 -.507 .217 -.096 .711* .567 .414 .748* .720* .263 -.600 .240 -.245 -.217 -.019 .171 .082 .123 .331 .010 .324 .186 .178 -.195 .113 .491 -.142 .249 .299 .233 .505 -.091 .040 .385 .091 .090 -.142 .101 -.247 .272 .205 .250 .266
Sig. (2-tailed) .603 .494 .191 .769 .006 .530 .857 .117 .019 1.000 .407 .008 .467 .462 .506 .003 .868 .021 .473 .160 .149 .002 .042 .188 .265 .593 .143 .134 .548 .791 .021 .087 .234 .013 .019 .463 .067 .504 .495 .547 .959 .637 .821 .735 .350 .978 .361 .607 .623 .589 .755 .149 .695 .487 .401 .518 .136 .802 .912 .272 .802 .805 .695 .782 .492 .448 .571 .486 .457
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .169 .367 .564 .330 .917** .435 .077 .575 .766** .268 0.000 .839** .394 -.035 .333 -.547 .136 .603 .430 .401 .634* .843** 1.000 .650* .537 -.209 -.075 -.421 -.317 .336 .101 .603 .469 .345 .864** .619 .445 -.497 .192 .034 -.195 -.163 .452 .080 .287 .287 -.062 .293 .436 .507 -.143 .084 .664* .104 .430 .392 .405 .736* .221 .271 .569 .357 .360 .162 .255 .127 .427 .403 .454 .354
Sig. (2-tailed) .641 .297 .090 .352 .000 .210 .832 .082 .010 .454 1.000 .002 .260 .924 .346 .102 .708 .065 .215 .251 .049 .002 .042 .110 .563 .836 .226 .372 .343 .781 .065 .172 .328 .001 .056 .197 .144 .596 .926 .588 .653 .189 .825 .422 .422 .865 .411 .208 .135 .694 .818 .036 .775 .215 .263 .246 .015 .539 .448 .086 .312 .306 .655 .477 .726 .218 .248 .188 .315
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .610 .342 .747* .536 .639* .639* .271 .891** .693* .140 -.120 811** .162 -.249 .239 -.433 .129 .345 .354 .555 .898** .650* .650* 1.000 .117 .082 -.365 -.050 -.093 -.055 .301 .345 .527 .096 .754* .601 .299 -.372 .765** -.333 .312 -.256 .485 .039 .070 -.053 -.457 -.059 .663* .405 -.508 -.153 .328 .249 .592 .607 .596 .573 .404 .308 .670* .503 .579 .199 .717* .267 .579 .814** .691* .502
Sig. (2-tailed) .061 .334 .013 .110 .047 .047 .448 .001 .026 .699 .741 .004 .654 .487 .505 .211 .723 .328 .316 .096 .000 .042 .042 .747 .822 .299 .890 .798 .879 .398 .328 .117 .791 .012 .066 .401 .289 .010 .346 .380 .475 .155 .915 .847 .885 .184 .872 .036 .246 .133 .673 .355 .487 .071 .063 .069 .083 .247 .387 .034 .138 .080 .582 .019 .456 .080 .004 .027 .140
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .297 .534 .190 .465 .568 .163 .223 -.068 .105 .244 -.244 .351 -.138 .583 .263 -.305 .306 .054 -.017 .376 .203 .454 .537 .117 1.000 -.093 .260 -.119 .114 .603 -.213 .054 .158 .207 .534 .388 .693* .041 -.252 .289 -.474 .371 -.094 -.199 .541 .351 .629 .738* .254 .555 .211 .652* .562 .021 -.020 .183 .126 .473 .280 .271 .347 .117 .130 .117 -.045 -.115 .023 .021 .163 .048
Sig. (2-tailed) .404 .112 .599 .176 .087 .652 .536 .851 .772 .497 .497 .320 .705 .077 .463 .392 .390 .883 .963 .284 .574 .188 .110 .747 .798 .468 .743 .754 .065 .554 .883 .664 .567 .112 .268 .026 .911 .482 .418 .166 .291 .796 .582 .106 .320 .051 .015 .479 .096 .558 .041 .091 .955 .957 .613 .729 .168 .433 .449 .326 .747 .721 .747 .901 .751 .950 .953 .653 .895
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .233 .543 -.306 .420 -.205 .393 .787** .291 -.147 .674* .531 -.255 .190 .358 -.320 .728* .024 -.431 .538 .495 .390 -.390 -.209 .082 -.093 1.000 -.298 .795** .114 -.033 .376 -.607 -.253 .164 -.111 -.330 -.186 -.061 .443 .217 -.046 .086 -.165 -.279 -.104 -.705* -.207 -.097 .409 .509 -.542 .249 .212 .763* .505 .265 .411 .234 .572 .476 .229 .569 .553 .235 .191 .327 .344 .460 .391 .122
Sig. (2-tailed) .518 .105 .390 .227 .570 .262 .007 .415 .686 .033 .114 .477 .600 .310 .367 .017 .947 .213 .109 .146 .265 .265 .563 .822 .798 .403 .006 .753 .927 .284 .063 .481 .651 .759 .352 .606 .867 .200 .548 .900 .813 .649 .435 .774 .023 .566 .791 .241 .133 .105 .488 .556 .010 .137 .459 .238 .516 .084 .164 .525 .086 .097 .513 .597 .357 .330 .181 .264 .737
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.244 -.080 -.533 -.149 -.191 -.458 -.261 -.402 -.229 -.228 -.456 -.321 -.463 -.154 -.295 -.297 -.694* -.040 -.266 -.132 -.341 .193 -.075 -.365 .260 -.298 1.000 -.420 -.037 .557 -.849** -.040 -.354 .122 -.161 .132 -.227 .190 -.354 .298 -.587 .240 -.791** -.356 .321 .281 .398 .484 -.402 -.308 .264 .557 .161 -.538 -.517 -.342 -.471 -.384 -.292 -.217 -.344 -.512 -.522 -.439 -.615 -.533 -.477 -.683* -.494 -.324
Sig. (2-tailed) .497 .825 .113 .681 .597 .183 .467 .250 .524 .526 .185 .365 .178 .671 .408 .404 .026 .912 .457 .717 .335 .593 .836 .299 .468 .403 .227 .920 .094 .002 .912 .316 .737 .657 .717 .527 .600 .316 .403 .075 .504 .006 .312 .365 .431 .254 .156 .250 .387 .462 .094 .657 .109 .126 .333 .169 .273 .412 .547 .331 .131 .122 .205 .058 .113 .164 .029 .146 .361
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .413 .479 -.202 .236 -.322 .143 .765** .151 -.234 .606 .293 -.412 .085 .486 -.179 .721* .382 -.331 .303 .487 .139 -.498 -.421 -.050 -.119 .795** -.420 1.000 .077 -.252 .512 -.512 -.119 .164 -.261 -.241 -.052 .024 .238 -.143 -.060 .488 -.072 .122 -.092 -.589 .076 .075 .184 .254 -.169 -.051 -.280 .669* .375 .160 .241 -.021 .301 .245 -.024 .408 .399 .074 .209 .132 .232 .324 .164 -.046
Sig. (2-tailed) .235 .162 .576 .512 .365 .693 .010 .678 .515 .063 .412 .236 .816 .154 .620 .019 .276 .350 .395 .154 .702 .143 .226 .890 .743 .006 .227 .833 .483 .130 .131 .744 .651 .466 .502 .886 .947 .509 .693 .868 .153 .842 .736 .800 .073 .834 .837 .611 .480 .641 .889 .434 .034 .285 .658 .502 .954 .398 .494 .946 .241 .253 .840 .562 .715 .519 .361 .651 .899
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .371 -.145 .173 .572 -.281 .258 .033 -.244 -.492 -.240 -.280 -.155 -.710* .357 .068 .342 .129 -.804** -.574 -.381 .033 -.507 -.317 -.093 .114 .114 -.037 .077 1.000 .143 -.142 -.680* -.465 -.770** -.120 -.162 .299 .904** -.010 .418 .360 -.137 -.069 -.430 .451 .042 .083 -.007 .401 .236 .185 .192 -.018 0.000 -.162 .187 .121 -.094 .583 .333 .258 .093 .190 .519 .337 .467 -.058 .176 .244 .155
Sig. (2-tailed) .291 .690 .632 .084 .431 .472 .929 .498 .149 .504 .433 .669 .021 .311 .852 .333 .723 .005 .083 .277 .927 .134 .372 .798 .754 .753 .920 .833 .693 .695 .030 .176 .009 .742 .655 .401 .000 .977 .229 .307 .706 .849 .215 .191 .908 .821 .986 .251 .512 .609 .595 .961 1.000 .655 .605 .740 .795 .077 .347 .472 .798 .600 .124 .342 .174 .874 .626 .498 .670
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.091 .491 -.170 .365 .180 -.272 .027 -.208 .044 .326 0.000 -.039 -.368 .048 -.046 -.159 -.378 .004 .207 .012 .051 .217 .336 -.055 .603 -.033 .557 -.252 .143 1.000 -.702* .004 -.095 .315 .322 .223 .372 .230 -.284 .468 -.575 .082 -.211 -.238 .605 .297 .203 .535 -.033 .206 .329 .623 .362 -.315 -.382 -.366 -.378 -.062 .140 -.129 -.140 -.192 -.110 -.329 -.203 -.139 -.402 -.283 -.271 -.452
Sig. (2-tailed) .803 .150 .640 .299 .618 .447 .942 .563 .903 .359 1.000 .914 .295 .895 .899 .661 .281 .992 .566 .974 .889 .548 .343 .879 .065 .927 .094 .483 .693 .024 .992 .795 .375 .364 .535 .290 .523 .427 .172 .082 .822 .558 .507 .064 .404 .573 .111 .929 .569 .353 .055 .304 .375 .277 .298 .281 .866 .700 .722 .701 .595 .763 .353 .573 .702 .249 .428 .448 .190
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .324 .112 .401 .031 .269 .590 .490 .487 .173 .275 .338 .253 .650* .349 .075 .344 .704* .048 .275 .333 .351 -.096 .101 .301 -.213 .376 -.849** .512 -.142 -.702* 1.000 .048 .142 .008 .037 -.134 -.035 -.340 .306 -.210 .302 .063 .512 .247 -.372 -.473 -.198 -.238 .474 .420 -.317 -.475 -.015 .790** .765** .595 .702* .534 .325 .499 .452 .714* .645* .562 .509 .507 .760* .666* .606 .583
Sig. (2-tailed) .361 .759 .250 .932 .453 .073 .151 .153 .632 .442 .339 .481 .042 .323 .837 .331 .023 .894 .442 .346 .320 .791 .781 .398 .554 .284 .002 .130 .695 .024 .894 .696 .984 .919 .712 .923 .336 .391 .559 .396 .863 .130 .491 .290 .168 .584 .508 .167 .227 .372 .166 .967 .007 .010 .070 .024 .112 .360 .142 .189 .020 .044 .091 .133 .135 .011 .036 .063 .077
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.176 .039 .433 -.439 .644* -.180 -.277 .240 .541 -.132 0.000 .496 .476 -.445 .068 -.745* .026 .810** .264 .038 .037 .711* .603 .345 .054 -.607 -.040 -.512 -.680* .004 .048 1.000 .511 .529 .349 .343 .037 -.574 -.148 -.313 -.170 -.027 .432 .387 -.248 .217 -.199 .075 -.155 -.156 .178 -.301 0.000 -.260 -.011 -.114 -.117 .156 -.423 -.325 -.092 -.060 -.065 -.338 .098 -.139 .113 -.054 -.147 .010
Sig. (2-tailed) .626 .915 .211 .205 .044 .618 .439 .505 .106 .716 1.000 .145 .164 .198 .853 .013 .943 .004 .461 .917 .920 .021 .065 .328 .883 .063 .912 .131 .030 .992 .894 .131 .116 .323 .332 .920 .083 .684 .379 .639 .941 .212 .270 .490 .547 .582 .836 .669 .668 .623 .398 1.000 .469 .977 .754 .747 .668 .223 .360 .800 .869 .859 .339 .788 .701 .756 .882 .686 .977
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .092 .114 .430 .063 .389 .011 -.232 .403 .756* .129 0.000 .648* .251 -.304 .699* -.515 .306 .750* .280 .410 .322 .567 .469 .527 .158 -.253 -.354 -.119 -.465 -.095 .142 .511 1.000 .242 .682* .596 .536 -.611 .367 -.759* .280 -.181 .596 .630 -.045 .466 -.061 -.148 -.124 -.130 -.224 -.326 -.045 -.217 .115 -.011 -.011 .239 -.362 -.399 .108 -.186 -.158 -.310 .082 -.409 -.073 .239 .065 -.142
Sig. (2-tailed) .800 .755 .214 .862 .267 .976 .519 .248 .011 .722 1.000 .043 .484 .392 .024 .128 .391 .012 .434 .239 .365 .087 .172 .117 .664 .481 .316 .744 .176 .795 .696 .131 .501 .030 .069 .110 .061 .297 .011 .433 .616 .069 .051 .901 .175 .866 .684 .733 .719 .535 .358 .901 .546 .752 .976 .976 .506 .304 .253 .767 .607 .663 .383 .822 .241 .842 .507 .859 .695
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.163 .678* -.193 -.262 .369 -.283 .375 .160 .276 .557 .401 -.012 .523 -.075 -.339 -.192 -.128 .529 .750* .501 .055 .414 .345 .096 .207 .164 .122 .164 -.770** .315 .008 .529 .242 1.000 .129 .064 -.129 -.633* -.127 -.065 -.687* .402 -.051 .174 -.231 -.267 -.032 .356 -.182 .113 0.000 .199 .122 .165 .079 -.264 -.169 .098 -.218 -.191 -.283 .118 .087 -.556 -.145 -.260 .047 -.118 -.256 -.298
Sig. (2-tailed) .653 .031 .593 .465 .294 .428 .286 .658 .441 .095 .251 .974 .121 .837 .339 .595 .725 .116 .013 .140 .879 .234 .328 .791 .567 .651 .737 .651 .009 .375 .984 .116 .501 .722 .860 .721 .050 .728 .857 .028 .249 .888 .631 .520 .456 .931 .312 .615 .757 1.000 .581 .738 .649 .828 .462 .641 .789 .546 .598 .428 .746 .811 .095 .690 .468 .898 .746 .475 .402
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Questionnaire 
Item 
Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item 
Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item 
Reference 
Code ER1 ER2 ER3 ER4 ER5 ER6 ER7 ER8 ER9 ER10 ER11 ER12 ER13 ER14
Questionnaire 
Item 
Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation Coefficient .365 .349 .594 .600 711* .453 .036 634* 839** .308 -.132 864** .108 -.059 637* -.476 .201 .539 .334 .508 749* 748* 864** 754* .534 -.111 -.161 -.261 -.120 .322 .037 .349 682* .129 1.000 801** 695* -.388 .455 -.234 .064 -.232 .508 .215 .461 .461 -.017 .198 .419 .408 -.254 .025 .519 0.000 .391 .389 .368 .630 .222 .150 .596 .204 .255 .102 .290 -.033 .251 .508 .488 .215
Sig. (2-tailed) .300 .323 .070 .067 .021 .189 .921 .049 .002 .386 .716 .001 .767 .871 .048 .164 .578 .108 .346 .134 .013 .013 .001 .012 .112 .759 .657 .466 .742 .364 .919 .323 .030 .722 .005 .026 .269 .187 .516 .861 .520 .134 .551 .180 .180 .962 .584 .228 .242 .479 .945 .124 1.000 .263 .267 .296 .051 .538 .679 .069 .571 .477 .779 .417 .928 .484 .134 .153 .551
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .476 .127 .457 .424 .435 .181 -.082 .555 772** .144 -.577 .610 -.171 -.170 .618 -.529 .085 .610 .048 .472 .539 720* .619 .601 .388 -.330 .132 -.241 -.162 .223 -.134 .343 .596 .064 .801** 1.000 .539 -.276 .373 -.495 -.070 .089 .250 .423 .610 .610 .229 .412 .139 0.000 0.000 -.164 .152 -.243 .245 .301 .161 .243 -.092 -.057 .326 -.081 -.035 -.150 .103 -.373 .081 .229 .217 .068
Sig. (2-tailed) .165 .726 .184 .222 .210 .617 .821 .096 .009 .691 .081 .061 .637 .638 .057 .116 .815 .061 .895 .168 .108 .019 .056 .066 .268 .352 .717 .502 .655 .535 .712 .332 .069 .860 .005 .108 .441 .289 .146 .849 .808 .486 .224 .061 .061 .525 .236 .702 1.000 1.000 .650 .674 .499 .495 .399 .656 .499 .799 .875 .358 .824 .923 .679 .777 .289 .824 .525 .548 .851
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .388 .292 .519 .593 .399 .156 -.034 .066 .347 .208 -.208 .494 -.263 .350 755* -.220 .561 .165 -.087 .200 .293 .263 .445 .299 693* -.186 -.227 -.052 .299 .372 -.035 .037 .536 -.129 .695* .539 1.000 .138 0.000 -.153 .100 .036 .479 .284 .603 .603 .379 .322 .216 .315 .240 .084 .146 -.140 -.034 .104 .054 .315 .183 -.016 .313 -.033 .051 .116 .214 -.052 -.117 .238 .190 -.098
Sig. (2-tailed) .267 .412 .124 .071 .253 .666 .926 .855 .326 .565 .565 .147 .463 .322 .012 .542 .091 .650 .812 .580 .411 .463 .197 .401 .026 .606 .527 .886 .401 .290 .923 .920 .110 .721 .026 .108 .704 1.000 .674 .783 .920 .161 .427 .065 .065 .281 .364 .549 .376 .505 .817 .687 .700 .927 .775 .883 .376 .613 .964 .379 .927 .889 .749 .553 .887 .748 .509 .598 .787
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .192 -.205 -.021 .275 -.438 -.122 -.081 -.522 - 684* -.332 -.332 -.450 - 797** .280 -.128 .311 -.011 - 779** - 664* -.575 -.310 -.600 -.497 -.372 .041 -.061 .190 .024 904** .230 -.340 -.574 -.611 - 633* -.388 -.276 .138 1.000 -.332 .444 .130 .066 -.240 -.365 .409 .058 .184 .122 .093 -.028 .503 .182 -.263 -.210 -.460 -.128 -.218 -.427 .322 .079 -.122 -.143 -.047 .239 .142 .305 -.297 -.183 -.138 -.111
Sig. (2-tailed) .594 .570 .955 .443 .206 .738 .823 .122 .029 .348 .348 .192 .006 .434 .725 .382 .977 .008 .036 .082 .383 .067 .144 .289 .911 .867 .600 .947 .000 .523 .336 .083 .061 .050 .269 .441 .704 .348 .198 .720 .857 .505 .300 .240 .872 .610 .737 .798 .939 .138 .614 .462 .561 .181 .724 .545 .219 .363 .828 .738 .694 .896 .505 .696 .392 .405 .613 .703 .760
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .472 .125 .301 .517 .086 .615 .274 827** .518 .194 0.000 .466 .076 -.304 .198 0.000 -.076 .091 .334 .547 804** .240 .192 765** -.252 .443 -.354 .238 -.010 -.284 .306 -.148 .367 -.127 .455 .373 0.000 -.332 1.000 -.411 .508 -.385 .224 0.000 -.045 -.205 -.512 -.379 .496 .196 -.820** -.200 .193 .326 .626 .549 .567 .348 .341 .276 .551 .372 .411 .186 .461 .129 .436 .750* .645* .397
Sig. (2-tailed) .169 .731 .398 .126 .812 .058 .444 .003 .125 .592 1.000 .175 .834 .392 .583 1.000 .834 .803 .346 .102 .005 .504 .596 .010 .482 .200 .316 .509 .977 .427 .391 .684 .297 .728 .187 .289 1.000 .348 .238 .134 .272 .535 1.000 .901 .571 .130 .279 .145 .588 .004 .580 .593 .358 .053 .101 .088 .325 .335 .439 .099 .290 .238 .607 .180 .722 .208 .012 .044 .256
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.207 .169 -.238 .160 .082 .154 .213 -.350 -.505 .041 .245 -.237 -.062 .399 -.505 .286 -.228 -.589 -.024 -.318 -.102 -.245 .034 -.333 .289 .217 .298 -.143 .418 .468 -.210 -.313 -.759* -.065 -.234 -.495 -.153 .444 -.411 1.000 -.357 -.054 -.354 -.757* .155 -.288 .039 .210 .314 .516 .141 .635* .536 .227 -.089 .031 .095 .186 .549 .495 .154 .304 .290 .412 -.039 .524 .108 -.108 .102 .180
Sig. (2-tailed) .566 .641 .508 .659 .822 .672 .554 .322 .136 .911 .495 .509 .865 .254 .137 .424 .527 .073 .948 .370 .780 .495 .926 .346 .418 .548 .403 .693 .229 .172 .559 .379 .011 .857 .516 .146 .674 .198 .238 .311 .883 .316 .011 .670 .420 .915 .560 .377 .127 .697 .049 .111 .528 .807 .933 .794 .608 .100 .145 .672 .393 .416 .237 .915 .120 .766 .767 .779 .618
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .114 -.513 .428 .138 -.178 .339 -.338 .199 .081 -.442 0.000 .315 -.098 -.298 .390 .013 .200 -.170 -.298 -.267 .183 -.217 -.195 .312 -.474 -.046 -.587 -.060 .360 -.575 .302 -.170 .280 -.687* .064 -.070 .100 .130 .508 -.357 1.000 -.676* .487 .078 -.269 .060 -.490 -.800** .199 -.149 -.394 -.480 -.223 -.054 .101 .224 .232 .034 .100 -.022 .289 0.000 .052 .360 .424 .288 .084 .442 .355 .282
Sig. (2-tailed) .753 .130 .217 .704 .623 .338 .340 .581 .825 .201 1.000 .376 .787 .404 .266 .971 .579 .639 .403 .456 .612 .547 .588 .380 .166 .900 .075 .868 .307 .082 .396 .639 .433 .028 .861 .849 .783 .720 .134 .311 .032 .153 .830 .453 .869 .150 .005 .581 .682 .260 .160 .536 .882 .782 .533 .520 .926 .784 .951 .418 1.000 .886 .307 .223 .420 .818 .201 .314 .430
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .375 .429 -.183 -.079 -.007 -.238 .501 -.172 -.279 .285 -.307 -.390 -.093 .554 -.241 .114 .308 -.027 -.066 .388 -.219 -.019 -.163 -.256 .371 .086 .240 .488 -.137 .082 .063 -.027 -.181 .402 -.232 .089 .036 .066 -.385 -.054 -.676* 1.000 -.405 .128 .185 -.154 .671* .791** -.116 .066 .456 .193 -.236 .207 -.011 .007 -.072 -.140 -.074 .073 -.238 .077 .043 -.211 -.125 -.278 .039 -.232 -.230 -.145
Sig. (2-tailed) .286 .217 .613 .829 .984 .507 .140 .635 .436 .425 .388 .265 .799 .097 .502 .753 .387 .941 .857 .268 .544 .959 .653 .475 .291 .813 .504 .153 .706 .822 .863 .941 .616 .249 .520 .808 .920 .857 .272 .883 .032 .246 .724 .608 .670 .034 .006 .750 .855 .186 .594 .512 .566 .977 .984 .844 .699 .840 .841 .507 .832 .906 .559 .730 .437 .915 .520 .522 .689
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .103 0.000 722* .141 .435 .266 -.118 .416 .579 .144 .289 .585 .366 -.146 .560 -.117 .537 .432 .265 -.028 .360 .171 .452 .485 -.094 -.165 - 791** -.072 -.069 -.211 .512 .432 .596 -.051 .508 .250 .479 -.240 .224 -.354 .487 -.405 1.000 .563 -.025 .203 -.389 -.354 .254 .146 0.000 -.634* -.102 .097 .303 .144 .224 .340 .069 -.069 .266 .231 .283 .208 .527 .361 .255 .508 .313 .137
Sig. (2-tailed) .777 1.000 .018 .697 .210 .458 .746 .232 .079 .691 .419 .076 .298 .688 .092 .747 .110 .212 .460 .939 .307 .637 .189 .155 .796 .649 .006 .842 .849 .558 .130 .212 .069 .888 .134 .486 .161 .505 .535 .316 .153 .246 .090 .944 .573 .266 .316 .478 .688 1.000 .049 .780 .789 .394 .691 .535 .336 .849 .850 .458 .521 .428 .564 .118 .306 .477 .134 .379 .707
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.043 -.129 .163 -.239 -.041 -.326 -.239 .156 .530 .244 0.000 .086 .206 -.205 .592 -.040 .371 .687* .163 .094 -.081 .082 .080 .039 -.199 -.279 -.356 .122 -.430 -.238 .247 .387 .630 .174 .215 .423 .284 -.365 0.000 -.757* .078 .128 .563 1.000 .086 .430 .116 -.040 -.430 -.452 .282 -.754* -.559 -.205 .039 -.244 -.252 -.205 -.586 -.542 -.326 -.313 -.319 -.391 -.116 -.407 -.196 -.086 -.285 -.385
Sig. (2-tailed) .905 .723 .653 .506 .911 .357 .506 .666 .115 .497 1.000 .813 .568 .569 .072 .913 .291 .028 .653 .796 .824 .821 .825 .915 .582 .435 .312 .736 .215 .507 .491 .270 .051 .631 .551 .224 .427 .300 1.000 .011 .830 .724 .090 .813 .215 .749 .913 .215 .190 .430 .012 .093 .569 .914 .497 .482 .569 .075 .106 .357 .379 .369 .264 .749 .244 .587 .813 .425 .273
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .380 .155 .125 651* .077 .077 .029 .049 .210 .264 -.484 .097 -.569 .282 .441 .029 .045 -.031 -.180 .085 .256 .123 .287 .070 .541 -.104 .321 -.092 .451 .605 -.372 -.248 -.045 -.231 .461 .610 .603 .409 -.045 .155 -.269 .185 -.025 .086 1.000 .562 .489 .607 .180 .185 .381 .172 .186 -.193 -.021 .117 -.004 .037 .243 .129 .199 -.092 -.025 .081 -.042 -.099 -.152 -.012 .077 -.118
Sig. (2-tailed) .278 .669 .731 .042 .832 .832 .937 .892 .561 .461 .156 .790 .086 .430 .202 .937 .903 .932 .619 .816 .475 .735 .422 .847 .106 .774 .365 .800 .191 .064 .290 .490 .901 .520 .180 .061 .065 .240 .901 .670 .453 .608 .944 .813 .091 .152 .063 .619 .608 .277 .635 .607 .594 .953 .747 .992 .919 .498 .722 .582 .801 .945 .824 .909 .785 .675 .975 .832 .746
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.141 -.372 .154 .058 .077 -.283 - 708* -.197 .387 -.242 -.484 .314 -.361 -.163 .783** -.466 .045 .434 -.385 -.220 -.146 .331 .287 -.053 .351 -.705* .281 -.589 .042 .297 -.473 .217 .466 -.267 .461 .610 .603 .058 -.205 -.288 .060 -.154 .203 .430 .562 1.000 .447 .176 -.384 -.371 .381 -.118 -.031 -.734* -.395 -.242 -.375 -.119 -.462 -.457 -.085 -.656* -.629 -.226 -.384 -.536 -.523 -.364 -.282 -.323
Sig. (2-tailed) .697 .290 .671 .875 .832 .427 .022 .585 .270 .500 .156 .377 .306 .653 .007 .175 .903 .210 .272 .541 .687 .350 .422 .885 .320 .023 .431 .073 .908 .404 .168 .547 .175 .456 .180 .061 .065 .872 .571 .420 .869 .670 .573 .215 .091 .195 .626 .273 .292 .277 .745 .932 .016 .259 .500 .286 .744 .179 .184 .816 .040 .051 .531 .273 .111 .121 .301 .429 .363
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .120 .035 -.245 .029 -.050 -.212 .006 -.435 -.206 .059 -.476 -.199 -.278 .641* .285 .019 .338 -.028 -.416 .137 -.346 .010 -.062 -.457 .629 -.207 .398 .076 .083 .203 -.198 -.199 -.061 -.032 -.017 .229 .379 .184 -.512 .039 -.490 .671* -.389 .116 .489 .447 1.000 .716* -.267 0.000 .481 .319 .021 -.134 -.208 -.026 -.150 -.033 -.194 .019 -.093 -.276 -.340 -.029 -.506 -.486 -.255 -.440 -.238 -.175
Sig. (2-tailed) .741 .924 .496 .936 .891 .556 .986 .209 .569 .870 .165 .582 .436 .046 .424 .958 .339 .939 .231 .705 .328 .978 .865 .184 .051 .566 .254 .834 .821 .573 .584 .582 .866 .931 .962 .525 .281 .610 .130 .915 .150 .034 .266 .749 .152 .195 .020 .456 1.000 .160 .368 .954 .713 .563 .942 .679 .927 .592 .959 .799 .440 .337 .938 .135 .155 .477 .203 .508 .629
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .389 .503 -.014 .240 .321 -.085 .373 -.069 -.020 .306 -.449 -.058 -.228 .516 -.059 -.150 .141 .075 -.044 .369 .034 .324 .293 -.059 .738* -.097 .484 .075 -.007 .535 -.238 .075 -.148 .356 .198 .412 .322 .122 -.379 .210 -.800** .791** -.354 -.040 .607 .176 .716* 1.000 .082 .289 .495 .439 .201 .034 -.017 .102 -.011 .103 .111 .197 .027 .082 .080 -.111 -.123 -.225 .036 -.191 -.085 -.064
Sig. (2-tailed) .266 .138 .970 .504 .366 .815 .288 .851 .955 .390 .193 .875 .527 .127 .871 .680 .697 .836 .903 .294 .926 .361 .411 .872 .015 .791 .156 .837 .986 .111 .508 .836 .684 .312 .584 .236 .364 .737 .279 .560 .005 .006 .316 .913 .063 .626 .020 .822 .418 .146 .205 .577 .925 .964 .779 .977 .777 .760 .584 .940 .822 .826 .760 .735 .533 .921 .598 .815 .860
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Questionnaire 
Item 
Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item 
Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item 
Reference 
Code ER1 ER2 ER3 ER4 ER5 ER6 ER7 ER8 ER9 ER10 ER11 ER12 ER13 ER14
Questionnaire 
Item 
Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation Coefficient .681* .391 .607 719* .536 911** .608 .628 .154 .200 0.000 .511 .098 .357 -.052 .088 .311 -.303 .163 .370 .798** .186 .436 .663* .254 .409 -.402 .184 .401 -.033 .474 -.155 -.124 -.182 .419 .139 .216 .093 .496 .314 .199 -.116 .254 -.430 .180 -.384 -.267 .082 1.000 .850** -.393 .150 .546 .674* .706* .841** .868** .735* .926** .864** .880** .881** .922** .763* .794** .767** .817** .878** .921** .789**
Sig. (2-tailed) .030 .264 .063 .019 .111 .000 .062 .052 .671 .579 1.000 .131 .787 .311 .887 .809 .381 .395 .652 .293 .006 .607 .208 .036 .479 .241 .250 .611 .251 .929 .167 .669 .733 .615 .228 .702 .549 .798 .145 .377 .581 .750 .478 .215 .619 .273 .456 .822 .002 .261 .679 .102 .032 .023 .002 .001 .015 .000 .001 .001 .001 .000 .010 .006 .010 .004 .001 .000 .007
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .450 .638* .351 639* .613 761* .708* .391 .077 .463 .253 .400 .278 .631 -.082 .178 .384 -.260 .351 .462 .629 .178 .507 .405 .555 .509 -.308 .254 .236 .206 .420 -.156 -.130 .113 .408 0.000 .315 -.028 .196 .516 -.149 .066 .146 -.452 .185 -.371 0.000 .289 .850** 1.000 -.292 .445 .727* .745* .613 .653* .739* .830** .870** .842** .761* .850** .846** .668* .501 .639* .690* .667* .758* .591
Sig. (2-tailed) .192 .047 .320 .046 .060 .011 .022 .264 .832 .178 .481 .252 .437 .050 .822 .622 .273 .469 .320 .179 .051 .623 .135 .246 .096 .133 .387 .480 .512 .569 .227 .668 .719 .757 .242 1.000 .376 .939 .588 .127 .682 .855 .688 .190 .608 .292 1.000 .418 .002 .413 .197 .017 .013 .060 .041 .015 .003 .001 .002 .011 .002 .002 .035 .140 .047 .027 .035 .011 .072
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.103 -.102 0.000 -.259 -.097 -.604 -.259 -.601 -.314 -.144 -.289 -.381 -.366 .194 .023 -.047 .171 0.000 -.409 -.500 -.599 -.195 -.143 -.508 .211 -.542 .264 -.169 .185 .329 -.317 .178 -.224 0.000 -.254 0.000 .240 .503 -.820** .141 -.394 .456 0.000 .282 .381 .381 .481 .495 -.393 -.292 1.000 -.094 -.457 -.438 -.583 -.481 -.571 -.486 -.300 -.366 -.531 -.393 -.354 -.254 -.183 -.120 -.441 -.585 -.601 -.455
Sig. (2-tailed) .777 .780 1.000 .469 .791 .065 .469 .066 .377 .691 .419 .277 .298 .590 .949 .897 .637 1.000 .241 .141 .067 .589 .694 .133 .558 .105 .462 .641 .609 .353 .372 .623 .535 1.000 .479 1.000 .505 .138 .004 .697 .260 .186 1.000 .430 .277 .277 .160 .146 .261 .413 .796 .184 .206 .077 .159 .084 .154 .399 .298 .114 .261 .316 .478 .613 .741 .203 .076 .066 .186
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient -.011 .469 -.346 .292 .133 .037 .272 -.300 -.367 .102 0.000 -.097 -.230 .384 -.349 -.066 -.282 -.401 .017 .196 0.000 .113 .084 -.153 .652* .249 .557 -.051 .192 .623 -.475 -.301 -.326 .199 .025 -.164 .084 .182 -.200 .635* -.480 .193 -.634* -.754* .172 -.118 .319 .439 .150 .445 -.094 1.000 .613 .048 -.217 -.024 -.025 .192 .349 .284 .129 .062 .063 .016 -.229 -.058 -.121 -.168 .007 -.032
Sig. (2-tailed) .976 .171 .328 .412 .715 .918 .446 .400 .296 .780 1.000 .790 .522 .274 .323 .856 .430 .250 .963 .588 1.000 .755 .818 .673 .041 .488 .094 .889 .595 .055 .166 .398 .358 .581 .945 .650 .817 .614 .580 .049 .160 .594 .049 .012 .635 .745 .368 .205 .679 .197 .796 .060 .895 .547 .948 .946 .595 .324 .427 .722 .865 .862 .964 .524 .874 .739 .642 .985 .930
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .031 .333 .088 .435 .607 .607 .248 .314 .269 .220 .132 .527 .283 .252 -.007 -.172 -.108 0.000 .304 .352 .530 .491 .664* .328 .562 .212 .161 -.280 -.018 .362 -.015 0.000 -.045 .122 .519 .152 .146 -.263 .193 .536 -.223 -.236 -.102 -.559 .186 -.031 .021 .201 .546 .727* -.457 .613 1.000 .334 .420 .492 .542 .793** .529 .632* .696* .462 .413 .451 .024 .249 .435 .333 .576 .507
Sig. (2-tailed) .931 .347 .809 .209 .063 .063 .490 .377 .453 .541 .716 .117 .429 .482 .984 .635 .767 1.000 .392 .319 .115 .149 .036 .355 .091 .556 .657 .434 .961 .304 .967 1.000 .901 .738 .124 .674 .687 .462 .593 .111 .536 .512 .780 .093 .607 .932 .954 .577 .102 .017 .184 .060 .346 .227 .149 .106 .006 .116 .050 .025 .179 .235 .191 .947 .487 .209 .347 .081 .135
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .398 .482 .112 .309 .246 .690* .860** .472 -.021 .547 .421 .067 .527 .560 -.272 .541 .427 -.260 .456 .527 .490 -.142 .104 .249 .021 .763* -.538 .669* 0.000 -.315 .790** -.260 -.217 .165 0.000 -.243 -.140 -.210 .326 .227 -.054 .207 .097 -.205 -.193 -.734* -.134 .034 .674* .745* -.438 .048 .334 1.000 .817** .653* .783** .617 .674* .788** .542 .910** .846** .600 .447 .597 .812** .675* .688* .591
Sig. (2-tailed) .255 .158 .757 .384 .492 .027 .001 .168 .954 .101 .226 .855 .118 .092 .447 .106 .218 .469 .185 .118 .151 .695 .775 .487 .955 .010 .109 .034 1.000 .375 .007 .469 .546 .649 1.000 .499 .700 .561 .358 .528 .882 .566 .789 .569 .594 .016 .713 .925 .032 .013 .206 .895 .346 .004 .041 .007 .057 .032 .007 .105 .000 .002 .067 .195 .069 .004 .032 .028 .072
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .483 .285 .357 .393 .433 .835** .620 .835** .477 .465 .162 .463 .553 .245 .078 .224 .352 .139 .465 .638* .772** .249 .430 .592 -.020 .505 -.517 .375 -.162 -.382 .765** -.011 .115 .079 .391 .245 -.034 -.460 .626 -.089 .101 -.011 .303 .039 -.021 -.395 -.208 -.017 .706* .613 -.583 -.217 .420 .817** 1.000 .839** .908** .749* .531 .728* .744* .825** .762* .576 .468 .431 .896** .808** .842** .730*
Sig. (2-tailed) .158 .425 .311 .262 .212 .003 .056 .003 .164 .176 .655 .178 .097 .495 .829 .534 .319 .702 .176 .047 .009 .487 .215 .071 .957 .137 .126 .285 .655 .277 .010 .977 .752 .828 .263 .495 .927 .181 .053 .807 .782 .977 .394 .914 .953 .259 .563 .964 .023 .060 .077 .547 .227 .004 .002 .000 .013 .114 .017 .014 .003 .010 .081 .173 .213 .000 .005 .002 .017
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient 687* .117 .535 .524 .477 .941** .486 .687* .261 .063 -.250 .558 .204 .365 .115 .010 .398 -.114 -.007 .489 .727* .299 .392 .607 .183 .265 -.342 .160 .187 -.366 .595 -.114 -.011 -.264 .389 .301 .104 -.128 .549 .031 .224 .007 .144 -.244 .117 -.242 -.026 .102 .841** .653* -.481 -.024 .492 .653* .839** 1.000 .968** .765** .661* .862** .920** .771** .735* .781** .565 .479 .884** .792** .938** .926**
Sig. (2-tailed) .028 .747 .111 .120 .163 .000 .154 .028 .466 .864 .486 .094 .571 .300 .753 .978 .255 .754 .985 .151 .017 .401 .263 .063 .613 .459 .333 .658 .605 .298 .070 .754 .976 .462 .267 .399 .775 .724 .101 .933 .533 .984 .691 .497 .747 .500 .942 .779 .002 .041 .159 .948 .149 .041 .002 .000 .010 .038 .001 .000 .009 .015 .008 .089 .161 .001 .006 .000 .000
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .583 .201 .488 .499 .493 .972** .566 .710* .270 .194 0.000 .542 .375 .377 .056 .126 .411 -.117 .176 .505 .750* .233 .405 .596 .126 .411 -.471 .241 .121 -.378 .702* -.117 -.011 -.169 .368 .161 .054 -.218 .567 .095 .232 -.072 .224 -.252 -.004 -.375 -.150 -.011 .868** .739* -.571 -.025 .542 .783** .908** .968** 1.000 .834** .713* .891** .918** .868** .822** .806** .584 .581 .933** .852** .968** .916**
Sig. (2-tailed) .077 .578 .153 .142 .148 .000 .088 .021 .451 .592 1.000 .106 .286 .283 .879 .729 .238 .747 .627 .136 .012 .518 .246 .069 .729 .238 .169 .502 .740 .281 .024 .747 .976 .641 .296 .656 .883 .545 .088 .794 .520 .844 .535 .482 .992 .286 .679 .977 .001 .015 .084 .946 .106 .007 .000 .000 .003 .021 .001 .000 .001 .004 .005 .077 .078 .000 .002 .000 .000
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .323 .363 .491 .447 .789** .838** .413 .587 .451 .295 .168 .749* .541 .390 .218 -.130 .427 .156 .351 .527 .699* .505 .736* .573 .473 .234 -.384 -.021 -.094 -.062 .534 .156 .239 .098 .630 .243 .315 -.427 .348 .186 .034 -.140 .340 -.205 .037 -.119 -.033 .103 .735* .830** -.486 .192 .793** .617 .749* .765** .834** 1.000 .580 .735* .880** .735* .681* .654* .387 .428 .764* .697* .835** .737*
Sig. (2-tailed) .363 .302 .149 .195 .007 .002 .236 .075 .191 .408 .642 .013 .106 .265 .545 .720 .218 .668 .320 .118 .024 .136 .015 .083 .168 .516 .273 .954 .795 .866 .112 .668 .506 .789 .051 .499 .376 .219 .325 .608 .926 .699 .336 .569 .919 .744 .927 .777 .015 .003 .154 .595 .006 .057 .013 .010 .003 .079 .016 .001 .015 .030 .040 .269 .217 .010 .025 .003 .015
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .571 .451 .354 .758* .311 .780** .664* .375 -.117 .280 .120 .226 -.054 .492 -.188 .332 .217 -.571 .137 .247 .632 -.091 .221 .404 .280 .572 -.292 .301 .583 .140 .325 -.423 -.362 -.218 .222 -.092 .183 .322 .341 .549 .100 -.074 .069 -.586 .243 -.462 -.194 .111 .926** .870** -.300 .349 .529 .674* .531 .661* .713* .580 1.000 .851** .730* .814** .863** .737* .664* .794** .633* .723* .777** .606
Sig. (2-tailed) .085 .191 .316 .011 .381 .008 .036 .286 .747 .433 .741 .531 .882 .148 .604 .348 .548 .085 .706 .492 .050 .802 .539 .247 .433 .084 .412 .398 .077 .700 .360 .223 .304 .546 .538 .799 .613 .363 .335 .100 .784 .840 .849 .075 .498 .179 .592 .760 .000 .001 .399 .324 .116 .032 .114 .038 .021 .079 .002 .017 .004 .001 .015 .036 .006 .049 .018 .008 .063
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .505 .269 .264 .521 .385 .872** .648* .416 -.070 .198 0.000 .265 .201 .594 -.192 .287 .292 -.422 .063 .343 .560 .040 .271 .308 .271 .476 -.217 .245 .333 -.129 .499 -.325 -.399 -.191 .150 -.057 -.016 .079 .276 .495 -.022 .073 -.069 -.542 .129 -.457 .019 .197 .864** .842** -.366 .284 .632* .788** .728* .862** .891** .735* .851** 1.000 .822** .864** .816** .857** .456 .667* .831** .646* .846** .844**
Sig. (2-tailed) .136 .453 .460 .122 .272 .001 .043 .232 .848 .583 1.000 .459 .578 .070 .594 .421 .414 .224 .863 .331 .092 .912 .448 .387 .449 .164 .547 .494 .347 .722 .142 .360 .253 .598 .679 .875 .964 .828 .439 .145 .951 .841 .850 .106 .722 .184 .959 .584 .001 .002 .298 .427 .050 .007 .017 .001 .001 .016 .002 .003 .001 .004 .002 .185 .035 .003 .044 .002 .002
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .566 .173 .592 .662* .601 .969** .362 .649* .357 .084 -.125 .729* .184 .324 .257 -.088 .350 -.092 .063 .426 .799** .385 .569 .670* .347 .229 -.344 -.024 .258 -.140 .452 -.092 .108 -.283 .596 .326 .313 -.122 .551 .154 .289 -.238 .266 -.326 .199 -.085 -.093 .027 .880** .761* -.531 .129 .696* .542 .744* .920** .918** .880** .730* .822** 1.000 .716* .707* .797** .554 .516 .772** .814** .965** .860**
Sig. (2-tailed) .088 .633 .071 .037 .066 .000 .304 .042 .312 .818 .730 .017 .611 .361 .474 .808 .322 .800 .863 .219 .006 .272 .086 .034 .326 .525 .331 .946 .472 .701 .189 .800 .767 .428 .069 .358 .379 .738 .099 .672 .418 .507 .458 .357 .582 .816 .799 .940 .001 .011 .114 .722 .025 .105 .014 .000 .000 .001 .017 .003 .020 .022 .006 .097 .127 .009 .004 .000 .001
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .524 .497 .420 .435 .512 .817** .794** .609 .100 .400 .280 .324 .453 .438 -.265 .270 .382 -.208 .407 .462 .665* .091 .357 .503 .117 .569 -.512 .408 .093 -.192 .714* -.060 -.186 .118 .204 -.081 -.033 -.143 .372 .304 0.000 .077 .231 -.313 -.092 -.656* -.276 .082 .881** .850** -.393 .062 .462 .910** .825** .771** .868** .735* .814** .864** .716* 1.000 .981** .686* .692* .767** .926** .811** .824** .751*
Sig. (2-tailed) .120 .144 .226 .209 .130 .004 .006 .062 .783 .252 .433 .361 .188 .205 .459 .450 .276 .564 .243 .179 .036 .802 .312 .138 .747 .086 .131 .241 .798 .595 .020 .869 .607 .746 .571 .824 .927 .694 .290 .393 1.000 .832 .521 .379 .801 .040 .440 .822 .001 .002 .261 .865 .179 .000 .003 .009 .001 .015 .004 .001 .020 .000 .029 .027 .010 .000 .004 .003 .012
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .600 .543 .504 .530 .512 .799** .787** .624 .106 .388 .245 .345 .331 .385 -.248 .233 .362 -.241 .391 .436 .712* .090 .360 .579 .130 .553 -.522 .399 .190 -.110 .645* -.065 -.158 .087 .255 -.035 .051 -.047 .411 .290 .052 .043 .283 -.319 -.025 -.629 -.340 .080 .922** .846** -.354 .063 .413 .846** .762* .735* .822** .681* .863** .816** .707* .981** 1.000 .647* .796** .803** .876** .852** .816** .698*
Sig. (2-tailed) .067 .105 .138 .115 .130 .006 .007 .054 .771 .268 .495 .329 .350 .272 .490 .518 .304 .503 .264 .208 .021 .805 .306 .080 .721 .097 .122 .253 .600 .763 .044 .859 .663 .811 .477 .923 .889 .896 .238 .416 .886 .906 .428 .369 .945 .051 .337 .826 .000 .002 .316 .862 .235 .002 .010 .015 .004 .030 .001 .004 .022 .000 .043 .006 .005 .001 .002 .004 .025
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .357 -.113 .414 .425 .275 .837** .288 .244 -.110 -.080 0.000 .324 .142 .533 .087 .296 .467 -.462 -.214 -.023 .382 -.142 .162 .199 .117 .235 -.439 .074 .519 -.329 .562 -.338 -.310 -.556 .102 -.150 .116 .239 .186 .412 .360 -.211 .208 -.391 .081 -.226 -.029 -.111 .763* .668* -.254 .016 .451 .600 .576 .781** .806** .654* .737* .857** .797** .686* .647* 1.000 .473 .747* .695* .606 .807** .833**
Sig. (2-tailed) .312 .756 .235 .221 .443 .003 .420 .498 .761 .826 1.000 .361 .695 .113 .810 .406 .174 .179 .554 .949 .276 .695 .655 .582 .747 .513 .205 .840 .124 .353 .091 .339 .383 .095 .779 .679 .749 .505 .607 .237 .307 .559 .564 .264 .824 .531 .938 .760 .010 .035 .478 .964 .191 .067 .081 .008 .005 .040 .015 .002 .006 .029 .043 .167 .013 .026 .063 .005 .003
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .689* .297 .806** .482 .428 .613 .434 .578 .143 .020 0.000 .443 .030 .053 -.048 -.048 .385 -.171 .102 .179 .626 .101 .255 .717* -.045 .191 -.615 .209 .337 -.203 .509 .098 .082 -.145 .290 .103 .214 .142 .461 -.039 .424 -.125 .527 -.116 -.042 -.384 -.506 -.123 .794** .501 -.183 -.229 .024 .447 .468 .565 .584 .387 .664* .456 .554 .692* .796** .473 1.000 .737* .640* .831** .661* .550
Sig. (2-tailed) .028 .405 .005 .158 .218 .059 .210 .080 .694 .957 1.000 .199 .934 .883 .895 .894 .271 .637 .778 .620 .053 .782 .477 .019 .901 .597 .058 .562 .342 .573 .133 .788 .822 .690 .417 .777 .553 .696 .180 .915 .223 .730 .118 .749 .909 .273 .135 .735 .006 .140 .613 .524 .947 .195 .173 .089 .077 .269 .036 .185 .097 .027 .006 .167 .015 .046 .003 .037 .100
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .260 .132 .458 .327 .279 .620 .401 .254 -.178 .042 .333 .161 .190 .260 -.286 .329 .261 -.473 .097 -.176 .363 -.247 .127 .267 -.115 .327 -.533 .132 .467 -.139 .507 -.139 -.409 -.260 -.033 -.373 -.052 .305 .129 .524 .288 -.278 .361 -.407 -.099 -.536 -.486 -.225 .767** .639* -.120 -.058 .249 .597 .431 .479 .581 .428 .794** .667* .516 .767** .803** .747* .737* 1.000 .643* .624 .618 .604
Sig. (2-tailed) .468 .716 .183 .357 .435 .056 .250 .480 .623 .909 .347 .656 .599 .469 .423 .353 .467 .167 .789 .626 .302 .492 .726 .456 .751 .357 .113 .715 .174 .702 .135 .701 .241 .468 .928 .289 .887 .392 .722 .120 .420 .437 .306 .244 .785 .111 .155 .533 .010 .047 .741 .874 .487 .069 .213 .161 .078 .217 .006 .035 .127 .010 .005 .013 .015 .045 .054 .057 .064
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .519 .258 .509 .285 .571 .853** .616 .714* .252 .201 .080 .470 .526 .291 -.159 .072 .377 -.011 .284 .460 .667* .272 .427 .579 .023 .344 -.477 .232 -.058 -.402 .760* .113 -.073 .047 .251 .081 -.117 -.297 .436 .108 .084 .039 .255 -.196 -.152 -.523 -.255 .036 .817** .690* -.441 -.121 .435 .812** .896** .884** .933** .764* .633* .831** .772** .926** .876** .695* .640* .643* 1.000 .792** .857** .893**
Sig. (2-tailed) .124 .471 .133 .424 .085 .002 .058 .020 .483 .578 .825 .170 .118 .415 .661 .844 .283 .977 .426 .181 .035 .448 .218 .080 .950 .330 .164 .519 .874 .249 .011 .756 .842 .898 .484 .824 .748 .405 .208 .766 .818 .915 .477 .587 .675 .121 .477 .921 .004 .027 .203 .739 .209 .004 .000 .001 .000 .010 .049 .003 .009 .000 .001 .026 .046 .045 .006 .002 .001
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .667* .349 .668* .640* .468 .880** .550 .818** .401 .286 .132 .609 .264 .148 .157 .086 .409 -.054 .334 .508 .877** .205 .403 .814** .021 .460 -.683* .324 .176 -.283 .666* -.054 .239 -.118 .508 .229 .238 -.183 .750* -.108 .442 -.232 .508 -.086 -.012 -.364 -.440 -.191 .878** .667* -.585 -.168 .333 .675* .808** .792** .852** .697* .723* .646* .814** .811** .852** .606 .831** .624 .792** 1.000 .913** .690*
Sig. (2-tailed) .035 .323 .035 .046 .173 .001 .100 .004 .250 .423 .716 .062 .461 .683 .666 .813 .240 .882 .346 .134 .001 .571 .248 .004 .953 .181 .029 .361 .626 .428 .036 .882 .507 .746 .134 .525 .509 .613 .012 .767 .201 .520 .134 .813 .975 .301 .203 .598 .001 .035 .076 .642 .347 .032 .005 .006 .002 .025 .018 .044 .004 .004 .002 .063 .003 .054 .006 .000 .027
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .605 .209 .576 .640* .509 .997** .490 .727* .321 .167 0.000 .635* .257 .302 .155 .071 .373 -.147 .163 .457 .830** .250 .454 .691* .163 .391 -.494 .164 .244 -.271 .606 -.147 .065 -.256 .488 .217 .190 -.138 .645* .102 .355 -.230 .313 -.285 .077 -.282 -.238 -.085 .921** .758* -.601 .007 .576 .688* .842** .938** .968** .835** .777** .846** .965** .824** .816** .807** .661* .618 .857** .913** 1.000 .873**
Sig. (2-tailed) .064 .562 .081 .046 .133 .000 .151 .017 .366 .645 1.000 .049 .473 .397 .669 .845 .288 .686 .652 .184 .003 .486 .188 .027 .653 .264 .146 .651 .498 .448 .063 .686 .859 .475 .153 .548 .598 .703 .044 .779 .314 .522 .379 .425 .832 .429 .508 .815 .000 .011 .066 .985 .081 .028 .002 .000 .000 .003 .008 .002 .000 .003 .004 .005 .037 .057 .002 .000 .001
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
Correlation Coefficient .460 -.062 .525 .280 .498 .890** .325 .549 .125 -.177 -.158 .534 .313 .252 -.061 -.071 .300 -.160 -.085 .231 .556 .266 .354 .502 .048 .122 -.324 -.046 .155 -.452 .583 .010 -.142 -.298 .215 .068 -.098 -.111 .397 .180 .282 -.145 .137 -.385 -.118 -.323 -.175 -.064 .789** .591 -.455 -.032 .507 .591 730* 926** 916** .737* .606 .844** .860** .751* .698* .833** .550 .604 893** 690* 873** 1.000
Sig. (2-tailed) .181 .864 .119 .433 .143 .001 .360 .100 .730 .624 .664 .112 .378 .482 .868 .846 .400 .660 .815 .520 .095 .457 .315 .140 .895 .737 .361 .899 .670 .190 .077 .977 .695 .402 .551 .851 .787 .760 .256 .618 .430 .689 .707 .273 .746 .363 .629 .860 .007 .072 .186 .930 .135 .072 .017 .000 .000 .015 .063 .002 .001 .012 .025 .003 .100 .064 .001 .027 .001
N 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10
TABLE 4: SPEARMANS CORRELATION FOR PILOT QUESTIONNAIRE
Spearman's rho EE1
EE2
EE3
EE4
EE5
EE6
EE7
EE8
EE9
EE10
EE11
EE12
EE13
EE14
EE15
EE16
EE17
M1
M2
M3
M4
M5
M6
M7
M8
M9
M10
M11
M12
M13
M14
M15
M16
M17
ER1
ER2
ER3
ER4
ER5
ER6
ER7
ER8
ER9
ER10
ER11
ER12
ER13
ER14
L1
L2
L3
L4
L5
L6
L7
L8
L9
L10
L11
L12
L13
L14
L15
L16
L17
L18
L19
L20
L21
L22
*. Correlation is significant at the 0.05 level (2-tailed).
L22
L19
L20
L21
**. Correlation is significant at the 0.01 level (2-tailed).
EE1
EE2
EE3
EE4
EE5
EE6
EE7
EE8
EE9
EE10
EE11
EE12
EE13
EE14
EE15
EE16
EE17
M1
M2
M3
M4
M5
M6
M7
M8
M9
M10
M11
M12
M13
M14
M15
M16
M17
ER1
ER2
ER3
ER4
ER5
ER6
ER7
ER8
ER9
ER10
ER11
ER12
ER13
ER14
L1
L2
L3
L4
L5
L6
L7
L8
L9
L10
L11
L12
L13
L14
L15
L16
L17
L18
L19
L20
L21
EE1
EE2
EE3
EE4
EE5
EE6
EE7
EE8
EE9
EE10
EE11
EE12
EE13
EE14
EE15
EE16
EE17
M1
M2
M3
M4
M5
M6
M7
M8
M9
M10
M11
M12
M13
M14
M15
M16
M17
ER1
ER2
ER3
ER4
ER5
ER6
ER7
ER8
ER9
ER10
ER11
ER12
ER13
ER14
L1
L2
L3
L4
L5
L6
L7
L8
L9
L10
L11
L12
L13
L14
L15
L16
L17
L18
L22
EE1
EE2
EE3
EE4
EE5
EE6
EE7
EE8
EE9
EE10
EE11
EE12
EE13
EE14
EE15
EE16
EE17
M1
M2
M3
M4
M5
M6
M7
M8
M9
M10
M11
M12
M13
M14
M15
M16
M17
ER1
ER2
ER3
ER4
ER5
ER6
ER7
ER8
ER9
ER10
ER11
ER12
ER13
ER14
L1
L2
L3
L4
L5
L6
L7
L8
L9
L10
L11
L12
L13
L14
L15
L22
L16
L17
L18
L19
L20
L21
 
 
 
TABLE 6: 
SUMMARY OF 
CROSS 
TABULATIONS FOR 
ALL DEMOGRAPHIC 
GROUPS 
M F FULL 
TIME 
PART 
TIME 
ACADEMIC SUPPORT PERM FXT AGE LENGTH OF SERVICE(YEARS) GRADE (OS TO E) 
<25 25-
34 
35-
44 
45-
54 
55 
+ 
<2 2-
<5 
5-
<10 
10 - 
<20 
20 
+ 
OS1 
- 3 
OS4 
- 6 
OS7 
- 9 
OS10 
- 12 
E1 
+ 
M 140 - 121 19 63 77 114 26 4 24 37 42 33 33 32 41 26 8 19 29 26 46 20 
F - 342 222 120 103 238 292 49 9 83 90 88 72 60 80 101 82 19 38 138 81 73 11 
FULL TIME 121 222 343 - 137 206 297 46 10 81 88 93 71 65 73 107 78 20 27 106 77 103 29 
PART TIME 19 120 - 139 29 109 109 29 3 26 39 37 34 28 39 35 30 7 30 61 30 16 2 
ACADEMIC 63 103 137 29 166 - 138 28 0 17 42 56 51 25 36 53 46 6 1 2 32 106 25 
SUPPORT 77 238 206 109 - 315 268 47 13 90 84 74 54 68 76 89 62 20 55 165 75 13 6 
PERM 114 292 297 109 138 268 406 - 9 83 109 109 96 53 90 130 107 26 53 139 76 108 29 
FXT 26 49 46 29 28 47 - 75 4 24 17 21 9 40 22 12 1 0 3 28 31 11 2 
 
 
 
 
AGE 
<25 4 9 10 0 0 13 9 4 13 - - - - 7 4 2 0 0 4 7 1 0 0 
25-34 24 83 81 26 17 90 83 24 - 107 - - - 34 38 32 3 0 10 60 28 9 0 
35-44 37 90 88 39 42 84 109 17 - - 127 - - 23 28 33 40 3 9 47 34 33 4 
45-54 42 88 93 37 56 74 109 21 - - - 130 - 22 30 44 24 10 18 30 29 40 13 
55 + 33 72 71 34 51 54 96 9 - - - - 105 7 12 31 41 14 16 23 15 37 14 
LENGTH 
OF 
SERVICE 
(YEARS) 
<2 33 60 65 28 25 68 53 40 7 34 23 22 7 93 - - - - 10 38 26 14 5 
2-<5 32 80 73 39 36 76 90 22 4 38 28 30 12 - 112 - - - 12 50 22 21 7 
5-<10 41 101 107 35 53 89 130 12 2 32 33 44 31 - - 142 - - 20 39 28 45 9 
10 - <20 26 82 78 30 46 62 107 1 0 3 40 24 41 - - - 108 - 6 34 26 33 9 
20 + 8 19 20 7 6 20 26 0 0 0 3 10 14 - - - - 27 9 6 5 6 1 
GRADE 
(OS TO 
E) 
OS1 - 3 19 38 27 30 1 55 53 3 4 10 9 18 16 10 12 20 6 9 57 - - - - 
OS4 - 6 29 138 106 61 2 165 139 28 7 60 47 30 23 38 50 39 34 6 - 167 - - - 
OS7 - 9 26 81 77 30 32 75 76 31 1 28 34 29 15 26 22 28 26 5 - - 107 - - 
OS10 - 
12 
46 73 103 16 106 13 108 11 0 9 33 40 37 14 21 45 33 6 - - - 119 - 
E1 + 20 11 29 2 25 6 29 2 0 0 4 13 14 5 7 9 9 1 - - - - 31 
  
 
 
TABLE 9: SUMMARY OF DIFFERENCES BETWEEN MALE 
AND FEMALE RESPONDENTS 
Questionnaire 
 Item 
Total 
Number 
(N) 
Reject or 
Retain the 
Null 
Hypothesis 
Asymptotic 
significance 
shown at p 
= 0.05 (2-
tailed) 
Mean Rank 
 
 
Sum of 
Ranks 
Z-Score Effect 
size (𝑟𝑟 =
𝑧𝑧
√N
) 
 
EE1 480 Retain .067 M = 258.13 35879.50 -1.829 n/a 
F = 233.32 79560.50 
EE2 481 Retain .472 M = 247.89 34704.50 -.719 n/a 
F = 238.17 81216.50 
EE3 481 Retain .455 M = 233.86 32506.50 -.747 n/a 
F = 243.90 83414.50 
EE4 480 Retain .297 M = 250.59 34832.50 -1.044 n/a 
F = 236.39 80607.50 
EE5 482 Retain .292 M = 251.53 35213.50 -1.053 n/a 
F = 237.40 81189.50 
EE6 479 Retain .382 M = 231.50 31947.00 -.874 n/a 
F = 243.44 83013.00 
EE7 481 Retain .340 M = 250.24 35034.00 -.953 n/a 
F = 237.21 80887.00 
EE8 481 Retain .222 M = 252.81 35393.50 -1.220 n/a 
F = 236.15 80527.50 
EE9 480 Retain .353 M = 249.37 34912.00 -.929 n/a 
F = 236.85 80528.00 
EE10 482 Retain .055 M = 259.69 36356.00 -1.919 n/a 
F = 234.06 80047.00 
EE11 480 Retain .789 M = 243.07 33786.50 -.267 n/a 
F = 239.45 81653.50 
EE12 482 Retain .435 M = 248.97 34855.50 -.781 n/a 
F = 238.44 81547.50 
EE13 481 Retain .146 M = 255.05 35707.50 -1.452 n/a 
F = 235.23 80213.50 
EE14 480 Retain .387 M = 232.15 32500.50 -.865 n/a 
F = 243.94 82939.50 
EE15 477 Reject .004 M = 266.22 37005.00 -2.870 -0.131 
F = 227.80 76998.00 
EE16 481 Retain .070 M = 258.67 36213.50 -1.809 n/a 
F = 233.75 79707.50 
EE17 479 Retain .151 M = 253.52 35239.50 -1.436 n/a 
F = 234.47 79720.50 
M1 480 Retain .919 M = 241.46 33563.00 -.101 n/a 
F = 240.11 81877.00 
M2 478 Retain .461 M = 232.39 32302.50 -.736 n/a 
F = 242.41 82178.50 
M3 480 Retain .604 M = 245.45 34117.50 -.519 n/a 
F = 238.48 81322.50 
M4 479 Retain .333 M = 230.65 32060.50 -.968 n/a 
F = 243.82 82899.50 
M5 478 Retain .898 M = 240.71 33459.00 -.128 n/a 
F = 239.00 81022.00 
M6 478 Retain .357 M = 230.85 32088.50 -.921 n/a 
F = 243.05 82392.50 
M7 480 Retain .112 M = 225.00 31275.00 -1.591 n/a 
F = 246.82 84165.00 
M8 477 Retain .086 M = 255.68 35539.00 -1.718 n/a 
F = 232.14 78464.00 
M9 480 Retain .383 M = 232.07 32258.00 -.872 n/a 
F = 243.94 83182.00 
M10 480 Retain .189 M = 252.39 35082.50 -1.312 n/a 
F = 235.65 80357.50 
M11 476 Retain .380 M = 246.80 34058.00 -.878 n/a 
F = 235.11 79468.00 
M12 478 Retain .572 M = 234.04 32531.50 -.564 n/a 
F = 241.74 81949.50 
M13 477 Retain .287 M = 228.75 31796.50 -1.064 n/a 
F = 243.21 82206.50 
M14 478 Reject .034 M = 259.90 36125.50 -2.124 -0.097 
F = 231.14 78355.50 
M15 477 Retain .252 M = 250.08 34760.50 -1.146 n/a 
F = 234.45 79242.50 
M16 478 Retain .456 M = 246.59 34276.50 -.746 n/a 
F = 236.59 80204.50 
M17 480 Retain .677 M = 244.48 34226.50 -.416 n/a 
F = 238.86 81213.50 
ER1 480 Retain .885 M = 241.88 33862.50 -.144 n/a 
F = 239.93 81577.50 
ER2 482 Reject .029 M = 262.20 36707.50 -2.187 -0.99 
F = 233.03 79695.50 
ER3 481 Retain .837 M = 239.05 33467.00 -.206 n/a 
F = 241.80 82454.00 
ER4 476 Reject .023 M = 260.10 36414.50 -2.267 -0.103 
F = 229.50 77111.50 
ER5 477 Retain .339 M = 230.01 31971.50 -.956 n/a 
F = 242.70 82031.50 
ER6 480 Retain .754 M = 237.48 33247.00 -.314 n/a 
F = 241.74 82193.00 
ER7 478 Retain .669 M = 235.45 32963.50 -.427 n/a 
F = 241.18 81517.50 
ER8 477 Retain .998 M = 238.98 33456.50 -.003 n/a 
F = 239.01 80546.50 
ER9 481 Retain .718 M = 244.46 34224.50 -.361 n/a 
F = 239.58 81696.50 
ER10 482 Retain .451 M = 248.72 34820.50 -.753 n/a 
F = 238.55 81582.50 
ER11 482 Reject .005 M = 214.34 30007.50 -2.816 -0.128 
F = 252.62 86395.50 
ER12 482 Retain .686 M = 245.24 34333.50 -.405 n/a 
F = 239.97 82069.50 
ER13 478 Retain .510 M = 233.26 32656.00 -.658 n/a 
F = 242.09 81825.00 
ER14 480 Retain .460 M = 233.71 32719.00 -.738 n/a 
F = 243.30 82721.00 
L1 480 Retain .345 M = 231.55 32417.00 -.945 n/a 
F = 244.19 83023.00 
L2 477 Retain .343 M = 230.01 32201.50 -.948 n/a 
F = 242.73 81801.50 
L3 462 Retain .166 M = 244.41 33484.50 -1.384 n/a 
F = 226.06 73468.50 
L4 459 Retain .095 M = 214.60 29615.00 -1.671 n/a 
F = 236.62 75955.00 
L5 466 Retain .102 M = 218.27 30121.00 -1.635 n/a 
F = 239.91 78690.00 
L6 479 Retain .496 M = 233.59 32702.50 -.680 n/a 
F = 242.65 82257.50 
L7 478 Retain .227 M = 228.05 31927.00
  
-1.207 n/a 
F = 244.24 82554.00 
L8 480 Retain .262 M = 230.09 32213.00 -1.121 n/a 
F = 244.79 83227.00 
L9 475 Retain .165 M = 224.79 31470.00 -1.387 n/a 
F = 243.52 81580.00 
L10 472 Retain .051 M = 218.22 30333.00 -1.952 n/a 
F = 244.13 81295.00 
L11 480 Retain .177 M = 227.61 31866.00 -1.349 n/a 
F = 245.81 83574.00 
L12 478 Reject .097 M = 223.48 31287.50 -1.662 n/a 
F = 246.13 83193.50 
L13 465 Retain .152 M = 219.54 29858.00 -1.434 n/a 
F = 238.56 78487.00 
L14 478 Retain .541 M = 233.68 32715.50 -.612 n/a 
F = 241.91 81765.50 
L15 479 Retain .226 M = 228.73 32022.00 -1.210 n/a 
F = 244.65 82938.00 
L16 478 Retain .338 M = 230.32 32244.50 -.959 n/a 
F = 243.30 82236.50 
L17 472 Retain .361 M = 227.63 30957.50 -.914 n/a 
F = 240.09 80670.50 
L18 478 Retain .507 M = 233.08 32398.50 -.633 n/a 
F = 242.13 82082.50 
L19 475 Retain .159 M = 224.55 31213.00 -1.410 n/a 
F = 243.56 81837.00 
L20 481 Reject .049 M = 222.43 31140.50 -1.973 -0.089 
F = 248.62 84780.50 
L21 479 Reject .013 M = 216.53 30313.50 -2.480 -0.113 
F = 249.69 84646.50 
L22 479 Retain .070 M = 222.51 31151.50 -1.810 n/a 
F = 247.22 83808.50 
 
TABLE 10: SUMMARY OF DIFFERENCES BETWEEN FULL TIME & 
PART TIME RESPONDENTS 
Questionnaire 
Item 
Total 
Number 
(N) 
Reject or 
Retain the 
Null 
Hypothesis 
Asymptotic 
significance: 
(2-tailed) 
Mean Rank Sum of 
Ranks 
Z-Score Effect 
size (𝑟𝑟 =
𝑧𝑧
√N
) 
 
EE1 480 Retain .080 FT = 247.37 84352.50 -1.749 n/a 
PT = 223.65 31087.50 
EE2 481 Retain .118 FT = 247.12 84516.50 -1.564 n/a 
PT = 225.93 31404.50 
EE3 481 Retain .105 FT = 247.30 84578.00 -1.623 n/a 
PT = 225.49 31343.00 
EE4 480 Reject .002 FT = 252.75 86187.00 -3.107 -0.141 
PT = 210.45 29253.00 
EE5 482 Retain .097 FT = 247.94 85042.00 -1.660 n/a 
PT = 225.62 31361.00 
EE6 479 Retain .129 FT = 245.98 83878.00 -1.519 n/a 
PT = 225.23 31082.00 
EE7 481 Reject .007 FT = 251.75 86097.00 -2.713 -0.123 
PT = 214.56 29824.00 
EE8 481 Retain .070 FT = 248.17 84874.50 -1.814 n/a 
PT = 223.36 31046.50 
EE9 480 Reject .024 FT = 249.33 85020.50 -2.255 -0.102 
PT = 218.85 30419.50 
EE10 482 Reject .009 FT = 251.52 86272.50 -2.597 -0.118 
PT = 216.77 30130.50 
EE11 480 Reject .001 FT = 253.00 86273.50 -3.194 -0.145 
PT = 209.83 29166.50 
EE12 482 Reject .002 FT = 253.82 87061.00 -3.164 -0.144 
PT = 211.09 29342.00 
EE13 481 Reject .002 FT = 253.32 86637.00 -3.118 -0.142 
PT = 210.68 29284.00 
EE14 480 Reject .003 FT = 252.25 86270.50 -2.984 -0.136 
PT = 211.37 29169.50 
EE15 477 Retain .333 FT = 242.76 82295.50 -.969 n/a 
PT = 229.76 31707.50 
EE16 481 Reject .000 FT = 260.63 89136.50 -4.921 -0.224 
PT = 192.69 26784.50 
EE17 479 Retain .663 FT = 241.68 82169.50 -.435 n/a 
PT = 235.90 32790.50 
M1 480 Retain .169 FT = 245.81 83820.00 -1.374 n/a 
PT = 227.48 31620.00 
M2 478 Retain .809 FT = 238.54 80865.50 -.242 n/a 
PT = 241.84 33615.50 
      M3 480 Retain .215 FT = 245.32 83654.00 -1.239 n/a 
PT = 228.68 31786.00 
M4 479 Reject .000 FT = 225.33 76611.00 -3.715 -0.169 
PT = 275.89 38349.00 
M5 478 Retain .183 FT = 234.35 79679.00 -1.332 n/a 
PT = 252.19 34802.00 
M6 478 Retain .780 FT = 240.57 81794.00 -.280 n/a 
PT = 236.86 32687.00 
M7 480 Retain .665 FT = 238.78 81423.50 -.433 n/a 
PT = 244.72 34016.50 
M8 477 Retain .232 FT = 243.74 82628.50 -1.194 n/a 
PT = 227.35 31374.50 
M9 480 Retain .843 FT = 239.72 81744.50 -.198 n/a 
PT = 242.41 33695.50 
M10 480 Retain .824 FT = 239.68 81730.50 -.222 n/a 
PT = 242.51 33709.50 
M11 476 Retain .093 FT = 245.01 82569.50 -1.679 n/a 
PT = 222.71 30956.50 
M12 478 Retain .053 FT = 231.83 78589.00 -1.935 n/a 
PT = 258.22 35892.00 
M13 477 Retain .777 FT = 240.12 81399.00 -.283 n/a 
PT = 236.26 32604.00 
M14 478 Reject .000 FT = 253.34 85881.50 -3.515 -0.160 
PT = 205.75 28599.50 
M15 477 Reject .028 FT = 247.71 83973.00 -2.202 -0.100 
PT = 217.61 30030.00 
M16 478 Reject .005 FT = 250.52 84925.50 -2.827 -0.129 
PT = 212.63 29555.50 
M17 480 Retain .221 FT = 245.27 83882.00 -1.224 n/a 
PT = 228.68 31558.00 
ER1 480 Retain .571 FT = 238.31 81741.00 -.566 n/a 
PT = 245.98 33699.00 
ER2 482 Retain .628 FT = 239.63 82194.00 -.485 n/a 
PT = 246.11 34209.00 
ER3 481 Retain .437 FT = 238.01 81636.50 -.778 n/a 
PT = 248.44 34284.50 
ER4 476 Retain .132 FT = 244.36 83082.00 -1.506 n/a 
PT = 223.85 30444.00 
ER5 477 Retain .365 FT = 235.55 80322.50 -.906 n/a 
PT = 247.65 33680.50 
ER6 480 Retain .094 FT = 247.07 84497.50 -1.674 n/a 
PT = 224.22 30942.50 
ER7 478 Retain .850 FT = 238.77 81660.00 -.189 n/a 
PT = 241.33 32821.00 
ER8 477 Retain .194 FT = 233.96 79781.00 -1.300 n/a 
PT = 251.63 34222.00 
ER9 481 Retain .937 FT = 240.69 82316.50 -.079 n/a 
PT = 241.76 33604.50 
ER10 482 Retain .748 FT = 242.76 83265.50 -.322 n/a 
PT = 238.40 33137.50 
ER11 482 Retain .224 FT = 246.27 84472.00 -1.215 n/a 
PT = 229.72 31931.00 
ER12 482 Retain .989 FT = 241.55 82851.50 -.013 n/a 
PT = 241.38 33551.50 
ER13 478 Retain .960 FT = 239.31 81842.50 -.051 n/a 
PT = 239.99 32638.50 
ER14 480 Retain .961 FT = 240.32 82188.00 -.049 n/a 
PT = 240.96 33252.00 
L1 480 Retain .834 FT = 239.69 81974.50 -.209 n/a 
PT = 242.50 33465.50 
L2 477 Retain .529 FT = 236.57 80669.50 -.630 n/a 
PT = 245.10 33333.50 
L3 462 Retain .089 FT = 238.08 78090.50 -1.700 n/a 
PT = 215.39 28862.50 
L4 459 Retain .861 FT = 229.33 75221.00 -.175 n/a 
PT = 231.67 30349.00 
L5 466 Retain .415 FT = 230.37 76483.00 -.815 n/a 
PT = 241.25 32328.00 
L6 479 Retain .193 FT = 235.01 80374.00 -1.302 n/a 
PT = 252.45 34586.00 
L7 478 Reject .003 FT = 228.19 78042.00 -2.937 -0.134 
PT = 267.93 36439.00 
L8 480 Retain .267 FT = 236.30 80814.00 -1.111 n/a 
PT = 250.91 34626.00 
L9 475 Retain .058 FT = 230.70 78667.50 -1.892 n/a 
PT = 256.59 34382.50 
L10 472 Retain .054 FT = 229.19 77694.50 -1.929 n/a 
PT = 255.14 33933.50 
L11 480 Retain .465 FT = 237.65 81277.00 -.731 n/a 
PT = 247.56 34163.00 
L12 478 Retain .107 FT = 233.17 79510.00 -1.611 n/a 
PT = 255.26 34971.00 
L13 465 Reject .009 FT = 222.98 73806.50 -2.610 -0.121 
PT = 257.75 34538.50 
L14 478 Retain .138 FT = 233.71 79462.00 -1.484 n/a 
PT = 253.76 35019.00 
L15 479 Retain .069 FT = 233.07 79478.50 -1.819 n/a 
PT = 257.11 35481.50 
L16 478 Retain .272 FT = 235.23 80449.00 -1.099 n/a 
PT = 250.24 34032.00 
L17 472 Retain .316 FT = 232.56 78141.00 -1.003 n/a 
PT = 246.23 33487.00 
L18 478 Retain .663 FT = 237.78 80845.50 -.435 n/a 
PT = 243.74 33635.50 
L19 475 Retain .164 FT = 232.61 79089.00 -1.393 n/a 
PT = 251.56 33961.00 
L20 481 Retain .268 FT = 236.74 80966.50 -1.107 n/a 
PT = 251.47 34954.50 
L21 479 Retain .417 FT = 236.86 80769.50 -.811 n/a 
PT = 247.76 34190.50 
L22 479 Retain .388 FT = 236.63 81163.50 -.862 n/a 
PT = 248.50 33796.50 
 
TABLE 11: SUMMARY OF DIFFERENCES BETWEEN ACADEMIC AND 
SUPPORT STAFF 
Questionnaire 
Item 
Total 
Number 
(N) 
Reject or 
Retain the 
Null 
Hypothesis 
Asymptotic 
significance: 
(2-tailed) 
Mean Rank Sum of 
Ranks 
Z-Score Effect 
size (𝑟𝑟 =
𝑧𝑧
√N
) 
 
EE1 479 Retain .487 Su = 236.91 74388.50 -.694 n/a 
Ac = 245.89 40571.50 
EE2 480 Reject .000 Su = 222.72 69933.50 -3.986 -0.181 
Ac = 274.14 45506.50 
EE3 480 Reject .000 Su = 220.56 69475.50 -4.528 -0.206 
Ac = 278.57 45964.50 
EE4 479 Reject .003 Su = 226.71 71188.50 -2.971 -0.135 
Ac = 265.28 43771.50 
EE5 481 Reject .004 Su = 228.12 71857.00 -2.917 -0.133 
Ac = 265.45 44064.00 
EE6 478 Reject .000 Su = 212.00 66357.50 -6.130 -0.280 
Ac = 291.66 48123.50 
EE7 480 Reject .000 Su = 215.18 67569.50 -5.609 -0.256 
Ac = 288.38 47870.50 
EE8 480 Retain .120 Su = 233.49 73316.00 -1.556 n/a 
Ac = 253.76 42124.00 
EE9 479 Retain .071 Su = 232.03 73088.00 -1.805 n/a 
Ac = 255.32 41872.00 
EE10 481 Reject .005 Su = 228.70 72039.00 -2.798 -0.127 
Ac = 264.35 43882.00 
EE11 479 Reject .000 Su = 216.42 67955.00 -5.311 -0.242 
Ac = 284.88 47005.00 
EE12 481 Reject .000 Su = 220.34 69406.00 -4.658 -0.212 
Ac = 280.21 46515.00 
EE13 480 Reject .000 Su = 212.22 66637.00 -6.280 -0.286 
Ac = 293.99 48803.00 
EE14 479 Reject .000 Su = 213.24 66743.50 -5.933 -0.271 
Ac = 290.46 48216.50 
EE15 476 Reject .019 Su = 228.16 71186.00 -2.347 -0.107 
Ac = 258.17 42340.00 
EE16 480 Reject .000 Su = 199.04 62499.50 -9.120 -0.416 
Ac = 318.92 52940.50 
EE17 478 Retain .054 Su = 231.09 72330.50 -1.927 n/a 
Ac = 255.46 42150.50 
M1 479 Reject .000 Su = 221.43 69530.00 -4.238 -0.193 
Ac = 275.33 45430.00 
M2 477 Retain .224 Su = 233.54 72865.50 -1.216 n/a 
Ac = 249.32 41137.50 
      M3 479 Retain .079 Su = 232.26 72929.50 -1.755 n/a 
Ac = 254.73 42030.50 
M4 478 Reject .000 Su = 269.33 84301.00 -6.658 -0.304 
Ac = 182.91 30180.00 
M5 478 Retain .212 Su = 245.00 76684.50 -1.248 n/a 
Ac = 229.07 37796.50 
M6 478 Retain .437 Su = 242.89 76026.00 -.778 n/a 
Ac = 233.06 38455.00 
M7 479 Retain .977 Su = 240.13 75401.50 -.029 n/a 
Ac = 239.75 39558.50 
M8 477 Retain .482 Su = 242.17 75799.50 -.704 n/a 
Ac = 232.95 38203.50 
M9 479 Retain .082 Su = 247.78 77803.50 -1.741 n/a 
Ac = 225.19 37156.50 
M10 479 Retain .212 Su = 245.24 77004.00 -1.249 n/a 
Ac = 230.04 37956.00 
M11 475 Retain .144 Su = 231.60 72027.00 -1.461 n/a 
Ac = 250.14 41023.00 
M12 477 Reject .000 Su = 260.29 81211.00 -4.731 -0.216 
Ac = 198.74 32792.00 
M13 476 Retain .204 Su = 232.78 72395.50 -1.272 n/a 
Ac = 249.28 41130.50 
M14 477 Reject .000 Su = 215.81 67331.50 -5.193 -0.237 
Ac = 282.86 46671.50 
M15 477 Reject .000 Su = 223.26 69657.00 -3.491 -0.159 
Ac = 268.76 44346.00 
M16 477 Reject .000 Su = 221.43 69306.50 -3.992 -0.182 
Ac = 272.54 44696.50 
M17 479 Reject .000 Su = 217.77 68161.50 -4.982 -0.227 
Ac = 281.92 46798.50 
ER1 480 Retain .733 Su = 242.01 75992.50 -.340 n/a 
Ac = 237.64 39447.50 
ER2 481 Retain .345 Su = 236.86 74609.50 -.944 n/a 
Ac = 248.86 41311.50 
ER3 481 Retain .417 Su = 237.43 74789.50 -.812 n/a 
Ac = 247.78 41131.50 
ER4 476 Reject .000 Su = 208.35 64589.00 -6.696 -0.306 
Ac = 294.80 48937.00 
ER5 477 Retain .176 Su = 233.06 72714.00 -1.354 n/a 
Ac = 250.24 41289.00 
ER6 479 Retain .685 Su = 238.17 74548.50 -.406 n/a 
Ac = 243.44 40411.50 
ER7 478 Retain .534 Su = 236.73 73859.50 -.623 n/a 
Ac = 244.71 40621.50 
ER8 477 Reject .003 Su = 252.37 78487.00 -2.982 -0.136 
Ac = 213.95 35516.00 
ER9 480 Retain .211 Su = 234.93 73767.00 -1.250 n/a 
Ac = 251.04 41673.00 
ER10 481 Retain .052 Su = 232.37 73197.00 -1.941 n/a 
Ac = 257.37 42724.00 
ER11 481 Reject .001 Su = 255.72 80553.00 -3.290 -0.150 
Ac = 213.06 35368.00 
ER12 481 Retain .290 Su = 245.54 77344.50 -1.059 n/a 
Ac = 232.39 38576.50 
ER13 477 Retain .527 Su = 241.82 75206.50 -.633 n/a 
Ac = 233.71 38796.50 
ER14 479 Retain .884 Su = 240.62 75315.50 -.145 n/a 
Ac = 238.82 39644.50 
L1 479 Retain .110 Su = 247.06 77329.00 -1.596 n/a 
Ac = 226.69 37631.00 
L2 476 Retain .294 Su = 243.17 75625.00 -1.049 n/a 
Ac = 229.70 37901.00 
L3 462 Retain .148 Su = 225.27 69157.00 -1.448 n/a 
Ac = 243.85 37796.00 
L4 459 Retain .088 Su = 237.36 72158.00 -1.707 n/a 
Ac = 215.56 33412.00 
L5 466 Retain .485 Su = 236.52 72848.00 -.698 n/a 
Ac = 227.61 35963.00 
L6 479 Retain .695 Su = 241.73 75661.00 -.392 n/a 
Ac = 236.74 39299.00 
L7 478 Retain .107 Su = 246.67 76961.00 -1.610 n/a 
Ac = 226.02 37520.00 
L8 479 Retain .640 Su = 242.03 75754.00 -.467 n/a 
Ac = 236.18 39206.00 
L9 474 Retain .573 Su = 240.03 74170.50 -.564 n/a 
Ac = 232.75 38404.50 
L10 472 Retain .927 Su = 236.90 73203.00 -.092 n/a 
Ac = 235.74 38425.00 
L11 479 Retain .537 Su = 237.25 74258.00 -.617 n/a 
Ac = 245.19 40702.00 
L12 477 Retain .952 Su = 238.73 74483.00 -.060 n/a 
Ac = 239.52 39520.00 
L13 465 Retain .748 Su = 234.39 72191.00 -.322 n/a 
Ac = 230.28 36154.00 
L14 477 Retain .711 Su = 237.36 74294.00 -.370 n/a 
Ac = 242.13 39709.00 
L15 478 Retain .667 Su = 241.37 75549.00 -.431 n/a 
Ac = 235.95 38932.00 
L16 477 Retain .983 Su = 238.90 74299.00 -.021 n/a 
Ac = 239.18 39704.00 
L17 471 Retain .806 Su = 237.09 73262.00 -.245 n/a 
Ac = 233.91 37894.00 
L18 477 Retain .431 Su = 235.47 73701.00 -.788 n/a 
Ac = 245.74 40302.00 
L19 474 Retain .637 Su = 239.60 74277.00 -.472 n/a 
Ac = 233.52 38298.00 
L20 480 Retain .517 Su = 243.34 76408.00 -.648 n/a 
Ac = 235.13 39032.00 
L21 478 Retain .284 Su = 244.23 76444.00 -1.072 n/a 
Ac = 230.53 38037.00 
L22 478 Reject .025 Su = 249.61 77877.00 -2.234 -0.102 
Ac = 220.51 36604.00 
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TABLE 12: SUMMARY OF DIFFERENCES BETWEEN PERMANENT AND 
FIXED TERM RESPONDENTS 
Questionnaire 
Item 
Total 
Number 
(N) 
Reject or 
Retain the 
Null 
Hypothesis 
Asymptotic 
significance: 
(2-tailed) 
Mean Rank Sum of 
Ranks 
Z-Score Effect 
size (𝑟𝑟 =
𝑧𝑧
√N
) 
 
EE1 479 Reject .047 P = 234.74 94834.00 -1.987 -0.090 
FxT = 268.35 20126.00 
EE2 480 Reject .033 P = 234.88 95126.00 -2.129 -0.097 
FxT = 270.85 20314.00 
EE3 480 Retain .581 P = 239.05 96817.00 -.552 n/a 
FxT = 248.31 18623.00 
EE4 479 Retain .053 P = 234.86 94881.50 -1.936 n/a 
FxT = 267.71 20078.50 
EE5 481 Reject .009 P = 234.16 95067.00 -2.618 -0.119 
FxT = 278.05 20854.00 
EE6 478 Reject .029 P = 233.69 94177.50 -2.180 -0.099 
FxT = 270.71 20303.50 
EE7 480 Reject .004 P = 232.76 94268.50 -2.898 -0.132 
FxT = 282.29 21171.50 
EE8 480 Retain .097 P = 236.08 95610.50 -1.660 n/a 
FxT = 264.39 19829.50 
EE9 479 Reject .005 P = 232.65 93992.50 -2.784 -0.127 
FxT = 279.57 20967.50 
EE10 481 Retain .311 P = 238.36 96775.50 -1.013 n/a 
FxT = 255.27 19145.50 
EE11 479 Retain .394 P = 237.75 96051.00 -.852 n/a 
FxT = 252.12 18909.00 
EE12 481 Retain .596 P = 239.61 97281.00 -.530 n/a 
FxT = 248.53 18640.00 
EE13 480 Retain .503 P = 238.71 96679.50 -.670 n/a 
FxT = 250.14 18760.50 
EE14 479 Reject .016 P = 233.56 94359.50 -2.412 -0.110 
FxT = 274.67 20600.50 
EE15 476 Retain .941 P = 238.69 95716.50 -.074 n/a 
FxT = 237.46 17809.50 
EE16 480 Retain .479 P = 238.60 96631.00 -.708 n/a 
FxT = 250.79 18809.00 
EE17 478 Retain .788 P = 240.20 96799.50 -.269 n/a 
FxT = 235.75 17681.50 
M1 479 Retain .209 P = 236.73 95638.00 -1.257 n/a 
FxT = 257.63 19322.00 
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M2 477 Retain .427 P = 236.88 95226.00 -.795 n/a 
FxT = 250.36 18777.00 
      M3 479 Retain .129 P = 236.02 95352.00 -1.518 n/a 
FxT = 261.44 19608.00 
M4 478 Retain .385 P = 237.19 95587.00 -.868 n/a 
FxT = 251.92 18894.00 
M5 478 Reject .020 P = 233.42 94070.00 -2.320 -0.106 
FxT = 272.15 20411.00 
M6 478 Reject .001 P = 230.98 93085.00 -3.286 -0.150 
FxT = 285.28 21396.00 
M7 479 Retain .945 P = 239.82 96885.50 -.069 n/a 
FxT = 240.99 18074.50 
M8 477 Retain .349 P = 241.52 97090.00 -.936 n/a 
FxT = 225.51 16913.00 
M9 479 Retain .277 P = 242.89 98126.50 -1.087 n/a 
FxT = 224.45 16833.50 
M10 479 Retain .794 P = 240.65 97222.50 -.261 n/a 
FxT = 236.50 17737.50 
M11 475 Retain .224 P = 234.83 93930.00 -1.215 n/a 
FxT = 254.93 19120.00 
M12 477 Retain .194 P = 235.53 94682.50 -1.299 n/a 
FxT = 257.61 19320.50 
M13 476 Retain .787 P = 239.22 95928.00 -.270 n/a 
FxT = 234.64 17598.00 
M14 477 Reject .044 P = 233.66 93930.50 -2.014 -0.092 
FxT = 267.63 20072.50 
M15 477 Reject .001 P = 229.83 92390.00 -3.426 -0.156 
FxT = 288.17 21613.00 
M16 477   Reject .006 P = 231.74 93159.50 -2.764 -0.126 
FxT = 277.91 20843.50 
M17 479 Retain .124 P = 235.94 95319.00 -1.539 n/a 
FxT = 261.88 19641.00 
ER1 480 Retain .375 P = 238.17 96457.50 -.886 n/a 
FxT = 253.10 18982.50 
ER2 481 Retain .307 P = 238.34 96767.50 -1.022 n/a 
FxT = 255.38 19153.50 
ER3 481 Retain .553 P = 239.46 97219.00 -.593 n/a 
FxT = 249.36 18702.00 
ER4 476 Retain .371 P = 240.88 96594.00 -.896 n/a 
FxT = 225.76 16932.00 
ER5 477 Retain .174 P = 235.46 94655.00 -1.358 n/a 
FxT = 257.97 19348.00 
ER6 479 Retain .500 P = 238.21 96236.00 -.674 n/a 
FxT = 249.65 18724.00 
ER7 478 Retain .911 P = 239.79 96637.00 -.112 n/a 
FxT = 237.92 17844.00 
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ER8 477 Retain .168 P = 242.65 97547.00 -1.379 n/a 
FxT = 219.41 16456.00 
ER9 480 Retain .909 P = 240.20 97281.00 -.114 n/a 
FxT = 242.12 18159.00 
ER10 481 Reject .039 P = 235.56 95637.50 -2.067 -0.094 
FxT = 270.45 20283.50 
ER11 481 Retain .958 P = 240.86 97789.50 -.053 n/a 
FxT = 241.75 18131.50 
ER12 481 Retain .814 P = 240.40 97603.50 -.235 n/a 
FxT = 244.23 18317.50 
ER13 477 Retain .717 P = 239.95 96461.50 -.362 n/a 
FxT = 233.89 17541.50 
ER14 479 Retain .675 P = 238.93 96529.50 -.419 n/a 
FxT = 245.74 18430.50 
L1 479 Reject .015 P = 233.68 94642.00 -2.434 -0.111 
FxT = 274.57 20318.00 
L2 476 Retain .099 P = 234.21 94386.00 -1.651 n/a 
FxT = 262.19 19140.00 
L3 462 Retain .408 P = 233.65 91124.00 -.827 n/a 
FxT = 219.85 15829.00 
L4 459 Retain .928 P = 229.77 88919.50 -.090 n/a 
FxT = 231.26 16650.50 
L5 466 Retain .095 P = 229.15 90056.50 -1.669 n/a 
FxT = 256.91 18754.50 
L6 479 Reject .004 P = 232.69 94470.50 -2.849 -0.130 
FxT = 280.68 20489.50 
L7 478 Reject .005 P = 232.27 94070.00 -2.789 -0.127 
FxT = 279.60 20411.00 
L8 479 Reject .009 P = 233.40 94761.50 -2.615 -0.119 
FxT = 276.69 20198.50 
L9 474 Reject .030 P = 231.81 92955.00 -2.169 -0.099 
FxT = 268.77 19620.00 
L10 472 Retain .057 P = 231.58 92400.50 -1.901 n/a 
FxT = 263.39 19227.50 
L11 479 Reject .003 P = 232.25 94291.50 -2.986 -0.136 
FxT = 283.13 20668.50 
L12 477 Reject .002 P = 230.90 93285.00 -3.074 -0.140 
FxT = 283.81 20718.00 
L13 465 Retain .185 P = 229.58 90223.50 -1.326 n/a 
FxT = 251.69 18121.50 
L14 477 Reject .013 P = 232.53 93943.50 -2.488 -0.115 
FxT = 274.79 20059.50 
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L15 478 Reject .018 P = 233.46 94318.00 -2.359 -0.107 
FxT = 272.47 20163.00 
L16 477 Retain .092 P = 234.55 94525.50 -1.685 n/a 
FxT = 263.21 19477.50 
L17 471 Reject .046 P = 230.78 92081.00 -1.993 -0.091 
FxT = 264.93 19075.00 
L18 477 Reject .013 P = 232.45 93908.00 -2.490 -0.114 
FxT = 275.27 20095.00 
L19 474 Reject .015 P = 231.21 92944.50 -2.427 -0.111 
FxT = 272.65 19630.50 
L20 480 Retain .296 P = 237.81 96550.50 -1.046 n/a 
FxT = 255.26 18889.50 
L21 478 Retain .071 P = 234.84 95111.50 -1.805 n/a 
FxT = 265.34 19369.50 
L22 478 Retain .262 P = 236.50 95308.50 -1.122 n/a 
FxT = 255.63 19172.50 
 
TABLE 16: SPEARMANS CORRELATION DATA FOR ALL RESPONDENTS
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation 
Coefficient 1 .641** .566** .742** .659** .443** .639** .644** .590** .467** .493** .409** .366** .456** .374** .173** .283** .518** .402** .552** .317** .348** .331** .339** .283** .335** .134** 0.056 -.124** .324** .552** .401** .466** .538** .347** .259** .394** -.160** .275** -.143** .327** .206** .414** .573** .406** .274** .299** .266** .328** .284** -.151** .163** .262** .287** .266** .262** .370** .250** .313** .392** .332** .281** .272** .329** .280** .317** .281** .303** .320** .269**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 003 0 218 0.006 0 0 0 0 0 0 0 0 0 0 0.002 0 0 0 0 0 0 0 0 0 0 0.001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 485 485 485 485 484 485 485 483 485 485 485 485 484 481 485 483 483 482 483 483 482 482 483 480 482 482 479 480 480 482 481 481 484 483 484 484 479 480 483 481 480 484 485 484 484 480 482 483 478 463 459 465 480 479 482 476 473 481 479 464 479 480 479 474 479 477 482 480 480
Correlation 
Coefficient .641** 1 .618** .663** .731** .435** .755** .605** .520** .585** .604** .435** .479** .509** .350** .195** .260** .584** .418** .660** .213** .360** .384** .298** .295** .419** .174** -0.062 -.313** .445** .657** .422** .565** .653** .254** .228** .336** -.169** .310** -.179** .320** .133** .384** .639** .435** .293** .284** .264** .384** .308** -.177** .170** .312** .393** .368** .342** .419** .339** .375** .432** .349** .376** .344** .411** .381** .369** .376** .368** .364** .273**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 177 0 0 0 0 0 0 0 0 0 0 0 0 0 0.004 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 486 485 485 486 484 486 486 484 486 485 486 486 485 482 486 484 484 483 484 484 483 483 484 481 483 483 480 481 481 483 482 482 485 484 485 485 480 480 484 482 481 485 486 485 485 481 483 484 479 463 460 466 481 480 483 477 474 482 480 465 480 481 480 474 480 477 483 481 481
Correlation 
Coefficient .566** .618** 1 .619** .624** .522** .610** .556** .505** .494** .602** .529** .471** .555** .341** .266** .316** .539** .340** .547** .102* .305** .268** .238** .222** .304** .177** 0.05 -.261** .366** .568** .414** .493** .563** .267** .209** .310** -0.08 .275** -.128** .306** .168** .318** .533** .396** .264** .254** .317** .340** .293** -.165** .178** .282** .305** .280** .291** .382** .325** .338** .352** .329** .323** .298** .318** .333** .323** .340** .348** .329** .242**
Sig. (2-tailed) 0 0 . 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 025 0 0 0 0 0 0 0 279 0 0 0 0 0 0 0 0 0 0 08 0 0 005 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 485 486 485 486 484 485 485 484 486 485 486 485 484 481 485 483 484 482 484 483 482 482 484 480 483 483 479 481 480 482 481 482 484 484 485 485 479 481 483 481 480 484 486 485 485 480 483 484 479 463 460 466 481 480 483 477 474 482 480 465 480 481 480 475 480 478 483 481 481
Correlation 
Coefficient .742** .663** .619** 1 .700** .478** .691** .653** .613** .537** .570** .467** .423** .522** .442** .251** .284** .547** .448** .607** .281** .371** .341** .298** .288** .346** .225** 0.007 -.172** .377** .610** .410** .482** .598** .371** .310** .421** -.107* .319** -.173** .346** .212** .435** .618** .400** .331** .334** .343** .357** .282** -.108* .158** .263** .292** .263** .267** .382** .268** .309** .376** .302** .296** .262** .312** .310** .324** .294** .296** .299** .267**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 877 0 0 0 0 0 0 0 0 0 0.019 0 0 0 0 0 0 0 0 0 0 0 0 0.02 0.001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 485 485 485 485 484 485 485 483 485 485 485 485 484 481 485 483 483 482 483 483 482 482 483 480 482 482 479 480 480 482 481 481 484 483 484 484 479 480 483 481 480 484 485 484 484 480 482 483 478 463 459 465 480 479 482 476 473 481 479 464 479 480 479 474 479 477 482 480 480
Correlation 
Coefficient .659** .731** .624** .700** 1 .450** .751** .702** .583** .562** .615** .449** .449** .469** .421** .199** .338** .650** .453** .760** .312** .415** .434** .328** .324** .418** .212** -0.041 -.253** .423** .698** .454** .558** .681** .342** .309** .387** -.161** .365** -.181** .340** .223** .415** .707** .457** .332** .315** .331** .439** .373** -.173** .188** .318** .385** .354** .377** .455** .325** .392** .456** .385** .380** .372** .395** .346** .366** .380** .386** .390** .275**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 365 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 486 486 485 487 484 486 486 485 487 485 487 486 485 482 486 484 485 483 485 484 483 483 485 481 484 484 480 482 481 483 482 483 485 485 486 486 480 481 484 482 481 485 487 486 486 481 484 485 480 463 461 467 482 481 484 478 475 483 481 466 481 482 481 475 481 478 484 482 482
Correlation 
Coefficient .443** .435** .522** .478** .450** 1 .543** .442** .429** .398** .623** .468** .442** .580** .252** .373** .246** .408** .196** .397** 0.063 .205** .153** .206** .114* .194** .123** 0.083 -.153** .291** .475** .363** .405** .465** .174** .173** .276** 0.037 .270** -0.052 .226** .125** .233** .405** .200** .210** .201** .222** .189** .202** -.101* .093* .193** .203** .171** .214** .301** .236** .229** .272** .233** .211** .201** .200** .182** .245** .183** .233** .228** .209**
Sig. (2-tailed) 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.169 0 0.001 0 0.013 0 0.007 0.07 0.001 0 0 0 0 0 0 0 0 0.424 0 0.25 0 0.006 0 0 0 0 0 0 0 0 0.03 0.047 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 484 484 484 484 484 484 484 484 482 484 484 484 484 483 480 484 482 482 481 482 482 481 481 482 479 481 481 478 479 479 481 480 480 483 482 483 483 478 479 482 480 479 483 484 483 483 479 481 482 477 462 458 464 479 478 481 475 472 480 478 463 478 479 478 473 478 476 481 479 479
Correlation 
Coefficient .639** .755** .610** .691** .751** .543** 1 .691** .598** .593** .693** .482** .547** .589** .376** .315** .262** .585** .411** .691** .210** .354** .329** .333** .345** .372** .108* 0.013 -.286** .433** .700** .527** .581** .711** .266** .255** .341** -.110* .345** -.134** .297** .134** .375** .658** .408** .250** .292** .305** .380** .347** -.193** .215** .330** .356** .338** .347** .458** .359** .384** .481** .356** .374** .340** .411** .366** .362** .369** .355** .368** .326**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 017 0 769 0 0 0 0 0 0 0 0 0 0.016 0 0.003 0 0.003 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 486 485 485 486 484 486 486 484 486 485 486 486 485 482 486 484 484 483 484 484 483 483 484 481 483 483 480 481 481 483 482 482 485 484 485 485 480 480 484 482 481 485 486 485 485 481 483 484 479 463 460 466 481 480 483 477 474 482 480 465 480 481 480 474 480 477 483 481 481
Correlation 
Coefficient .644** .605** .556** .653** .702** .442** .691** 1 .655** .538** .581** .423** .414** .447** .407** .156** .266** .512** .378** .681** .323** .363** .364** .301** .271** .378** .165** 0.005 -.157** .374** .644** .438** .505** .626** .340** .294** .381** -.151** .323** -.164** .312** .210** .396** .644** .413** .270** .272** .283** .373** .319** -.200** .173** .291** .321** .299** .336** .436** .280** .314** .375** .316** .334** .323** .377** .319** .312** .296** .345** .336** .235**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 001 0 0 0 0 0 0 0 0 0 0 0 0 908 0 001 0 0 0 0 0 0 0 0 0 001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 486 485 485 486 484 486 486 484 486 485 486 486 485 482 486 484 484 483 484 484 483 483 484 481 483 483 480 481 481 483 482 482 485 484 485 485 480 480 484 482 481 485 486 485 485 481 483 484 479 463 460 466 481 480 483 477 474 482 480 465 480 481 480 474 480 477 483 481 481
Correlation 
Coefficient .590** .520** .505** .613** .583** .429** .598** .655** 1 .591** .579** .533** .341** .495** .443** .159** .360** .529** .381** .536** .320** .330** .368** .277** .223** .382** .295** -0.053 -0.058 .265** .512** .405** .509** .535** .338** .351** .431** -0.084 .327** -.111* .378** .162** .399** .548** .339** .348** .324** .354** .314** .254** -.104* .143** .254** .291** .271** .275** .361** .232** .246** .312** .300** .266** .271** .264** .215** .240** .286** .287** .280** .209**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.243 0.201 0 0 0 0 0 0 0 0 0.068 0 0.015 0 0 0 0 0 0 0 0 0 0 0.025 0.002 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 483 484 484 483 485 482 484 484 485 485 483 485 484 483 481 484 482 483 481 483 482 481 481 483 480 482 482 479 480 479 481 480 482 483 483 484 484 478 479 482 480 479 483 485 484 484 479 482 483 479 463 461 467 480 479 482 477 474 481 479 466 479 481 479 473 479 476 482 480 480
Correlation 
Coefficient .467** .585** .494** .537** .562** .398** .593** .538** .591** 1 .659** .506** .428** .469** .443** .177** .345** .577** .372** .591** .239** .369** .362** .247** .198** .414** .320** -.128** -.226** .345** .626** .368** .495** .565** .269** .356** .387** -.099* .369** -.150** .330** .169** .371** .612** .332** .461** .368** .375** .321** .277** -.111* .153** .272** .324** .290** .296** .382** .268** .322** .358** .310** .297** .309** .315** .274** .295** .280** .330** .330** .233**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.005 0 0 0 0 0 0 0 0 0 0.03 0 0.001 0 0 0 0 0 0 0 0 0 0 0.017 0.001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 486 486 485 487 484 486 486 485 487 485 487 486 485 482 486 484 485 483 485 484 483 483 485 481 484 484 480 482 481 483 482 483 485 485 486 486 480 481 484 482 481 485 487 486 486 481 484 485 480 463 461 467 482 481 484 478 475 483 481 466 481 482 481 475 481 478 484 482 482
Correlation 
Coefficient .493** .604** .602** .570** .615** .623** .693** .581** .579** .659** 1 .637** .589** .665** .405** .434** .355** .614** .306** .582** 0.069 .299** .303** .222** .206** .369** .202** 0.037 -.285** .355** .657** .413** .551** .618** .236** .249** .319** -0.019 .338** -0.052 .282** .110* .314** .595** .365** .301** .261** .342** .315** .303** -.147** .192** .293** .335** .292** .313** .409** .353** .327** .385** .335** .314** .331** .324** .272** .315** .293** .334** .345** .249**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 128 0 0 0 0 0 0 0 413 0 0 0 0 0 0 0 0 0 0 679 0 0 258 0 0 016 0 0 0 0 0 0 0 0 0.002 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 485 485 485 485 484 485 485 483 485 485 485 485 484 481 485 483 483 482 483 483 482 482 483 480 482 482 479 480 480 482 481 481 484 483 484 484 479 480 483 481 480 484 485 484 484 480 482 483 478 463 459 465 480 479 482 476 473 481 479 464 479 480 479 474 479 477 482 480 480
Correlation 
Coefficient .409** .435** .529** .467** .449** .468** .482** .423** .533** .506** .637** 1 .436** .575** .476** .332** .416** .538** .266** .392** .135** .276** .265** .218** .158** .279** .284** -0.054 -.158** .152** .502** .336** .493** .477** .199** .272** .302** -0.031 .313** -0.021 .235** 0.087 .285** .408** .260** .319** .281** .412** .271** .220** -0.059 .128** .238** .257** .209** .255** .338** .266** .256** .305** .325** .241** .253** .260** .219** .236** .260** .299** .270** .190**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0.003 0 0 0 0.001 0 0 0.234 0.001 0.001 0 0 0 0 0 0 0 0.502 0 0.648 0 0 057 0 0 0 0 0 0 0 0 0 203 0 006 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 486 486 485 487 484 486 486 485 487 485 487 486 485 482 486 484 485 483 485 484 483 483 485 481 484 484 480 482 481 483 482 483 485 485 486 486 480 481 484 482 481 485 487 486 486 481 484 485 480 463 461 467 482 481 484 478 475 483 481 466 481 482 481 475 481 478 484 482 482
Correlation 
Coefficient .366** .479** .471** .423** .449** .442** .547** .414** .341** .428** .589** .436** 1 .592** .313** .451** .296** .463** .258** .493** -0.029 .212** .211** .254** .273** .278** 0.018 .194** -.453** .421** .497** .384** .487** .520** .148** .100* .192** 0.039 .228** -0.054 .203** 0.076 .256** .440** .272** .101* .202** .198** .252** .234** -.102* .138** .227** .231** .208** .231** .338** .268** .286** .310** .278** .248** .252** .291** .235** .269** .200** .218** .246** .244**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 529 0 0 0 0 0 0 689 0 0 0 0 0 0 0 0 001 0 028 0 0 389 0 0 233 0 0 097 0 0 0 0 026 0 0 0 0 0 028 0 003 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 486 485 485 486 484 486 486 484 486 485 486 486 485 482 486 484 484 483 484 484 483 483 484 481 483 483 480 481 481 483 482 482 485 484 485 485 480 480 484 482 481 485 486 485 485 481 483 484 479 463 460 466 481 480 483 477 474 482 480 465 480 481 480 474 480 477 483 481 481
Correlation 
Coefficient .456** .509** .555** .522** .469** .580** .589** .447** .495** .469** .665** .575** .592** 1 .321** .457** .248** .475** .256** .474** 0.067 .226** .164** .190** .231** .213** .117* .092* -.233** .342** .574** .385** .489** .528** .200** .153** .281** 0.027 .268** -0.015 .246** .114* .256** .466** .276** .212** .235** .248** .239** .215** -0.056 .156** .213** .204** .178** .213** .302** .208** .261** .300** .205** .217** .196** .260** .244** .266** .231** .221** .260** .202**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.143 0 0 0 0 0 0.01 0.043 0 0 0 0 0 0 0 0.001 0 0.561 0 0.737 0 0.013 0 0 0 0 0 0 0 0 0.231 0.001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 484 485 484 484 485 483 485 485 483 485 484 485 485 485 482 485 483 483 482 483 483 482 482 483 480 482 482 479 480 480 482 481 481 485 483 484 484 479 479 483 481 480 484 485 484 484 481 482 483 478 462 459 465 480 479 482 476 473 481 479 464 479 480 479 473 479 476 482 480 480
Correlation 
Coefficient .374** .350** .341** .442** .421** .252** .376** .407** .443** .443** .405** .476** .313** .321** 1 .158** .463** .424** .351** .413** .217** .291** .254** .185** .214** .274** .235** -0.083 -0.08 .201** .374** .246** .336** .428** .362** .393** .378** -0.087 .273** -.207** .364** .211** .392** .437** .255** .413** .282** .369** .156** .145** -0.057 0.083 .185** .203** .153** .132** .216** .152** .212** .202** .234** .175** .220** .219** .149** .182** .159** .206** .199** .111*
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 . 0.001 0 0 0 0 0 0 0 0 0 0 0 0.07 0.082 0 0 0 0 0 0 0 0 0.057 0 0 0 0 0 0 0 0 0 0 0.001 0.001 0.225 0.077 0 0 0.001 0.004 0 0.001 0 0 0 0 0 0 0.001 0 0.001 0 0 0.015
N 481 482 481 481 482 480 482 482 481 482 481 482 482 482 482 482 481 480 480 480 480 479 479 480 478 479 479 477 478 477 479 478 479 482 480 481 481 476 476 480 478 477 481 482 481 481 478 480 480 476 461 459 464 477 476 479 474 472 478 476 463 476 478 476 470 476 473 479 477 477
Correlation 
Coefficient .173** .195** .266** .251** .199** .373** .315** .156** .159** .177** .434** .332** .451** .457** .158** 1 .123** .240** 0.018 .132** -.311** -0.022 -0.058 -0.018 0.087 0.074 -0.074 .335** -.187** .121** .341** .194** .250** .265** -.093* -.105* -0.088 .284** .113* .181** -0.025 -.106* -0.036 .152** -0.007 -0.072 0.018 -0.03 -0.028 0.025 0.076 0.012 0.039 0.026 0.004 0.03 0.084 .117* 0.051 0.086 .092* 0.051 0.032 0.054 0.055 0.07 0.004 -0.008 0.024 .098*
Sig. (2-tailed) 0 0 0 0 0 0 0 0.001 0 0 0 0 0 0 0.001 . 0.007 0 0.697 0.004 0 0.631 0.201 0.695 0.058 0.106 0.103 0 0 0.008 0 0 0 0 0.04 0.02 0.052 0 0.013 0 0.583 0.019 0.425 0.001 0.877 0.111 0.699 0.509 0.537 0.581 0.103 0.801 0.401 0.572 0.933 0.505 0.065 0.011 0.265 0.06 0.048 0.261 0.478 0.234 0.228 0.123 0.929 0.864 0.599 0.032
N 485 486 485 485 486 484 486 486 484 486 485 486 486 485 482 486 484 484 483 484 484 483 483 484 481 483 483 480 481 481 483 482 482 485 484 485 485 480 480 484 482 481 485 486 485 485 481 483 484 479 463 460 466 481 480 483 477 474 482 480 465 480 481 480 474 480 477 483 481 481
Correlation 
Coefficient .283** .260** .316** .284** .338** .246** .262** .266** .360** .345** .355** .416** .296** .248** .463** .123** 1 .485** .256** .309** .145** .267** .271** .168** .118** .251** .340** -.157** -.153** .167** .301** .216** .317** .384** .252** .317** .299** -0.073 .365** -0.05 .279** .116* .250** .326** .153** .376** .278** .483** .188** .130** -0.041 0.087 .150** .168** .124** .126** .205** .128** .166** .139** .202** .141** .177** .172** .144** .153** .115* .175** .170** 0.003
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 007 0 0 0 0 001 0 0 0 0 01 0 0 0 001 0 001 0 0 0 0 0 0 0 0 0 113 0 0 272 0 0 011 0 0 0 001 0 0 0 0 0 004 0 385 0 062 0 001 0 0 007 0 006 0 0 005 0 0 002 0 0 002 0 0 0 002 0 001 0 012 0 0 0 953
N 483 484 483 483 484 482 484 484 482 484 483 484 484 483 481 484 484 483 483 483 483 482 482 483 480 482 482 479 481 480 482 481 481 483 482 483 483 478 478 482 480 479 483 484 483 483 479 482 482 477 461 459 464 479 478 481 475 472 480 478 463 478 479 478 472 478 475 481 479 479
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation 
Coefficient .518** .584** .539** .547** .650** .408** .585** .512** .529** .577** .614** .538** .463** .475** .424** .240** .485** 1 .420** .594** .216** .382** .391** .332** .231** .414** .324** -.098* -.232** .308** .621** .474** .547** .636** .318** .365** .358** -0.072 .407** -.149** .313** .204** .374** .575** .379** .385** .336** .488** .381** .289** -.136** .231** .313** .358** .331** .344** .424** .336** .356** .399** .335** .309** .360** .357** .309** .319** .313** .364** .347** .231**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0.032 0 0 0 0 0 0 0 0 0 0.115 0 0.001 0 0 0 0 0 0 0 0 0 0 0.003 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 483 484 484 483 485 482 484 484 483 485 483 485 484 483 480 484 483 485 483 485 484 483 483 485 481 484 484 480 482 481 483 482 483 483 483 484 484 479 479 482 480 479 483 485 484 484 479 482 483 478 461 459 465 480 479 482 476 473 481 479 464 479 480 479 473 479 476 482 480 480
Correlation 
Coefficient .402** .418** .340** .448** .453** .196** .411** .378** .381** .372** .306** .266** .258** .256** .351** 0.018 .256** .420** 1 .423** .346** .357** .369** .317** .246** .340** .168** -0.054 -0.062 .286** .317** .299** .340** .418** .403** .404** .404** -.148** .245** -.230** .376** .307** .480** .460** .286** .275** .356** .257** .237** .229** -.160** .193** .244** .203** .202** .170** .259** .212** .239** .252** .205** .199** .246** .269** .235** .271** .235** .233** .228** .192**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 697 0 0 0 0 0 0 0 0 0 0 0 238 0 174 0 0 0 0 0 0 0 0 0 001 0 0 0 0 0 0 0 0 0 0 0 0 0 001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 482 483 482 482 483 481 483 483 481 483 482 483 483 482 480 483 483 483 483 483 483 482 482 483 480 482 482 479 481 480 482 481 481 482 481 482 482 478 477 481 479 478 482 483 482 482 478 481 481 476 460 458 463 478 477 480 474 471 479 477 462 477 478 477 471 477 474 480 478 478
Correlation 
Coefficient .552** .660** .547** .607** .760** .397** .691** .681** .536** .591** .582** .392** .493** .474** .413** .132** .309** .594** .423** 1 .344** .434** .401** .317** .303** .412** .265** -0.079 -.286** .507** .689** .467** .553** .721** .384** .335** .446** -.149** .343** -.218** .355** .214** .424** .752** .465** .381** .343** .381** .434** .401** -.224** .181** .337** .370** .356** .374** .465** .344** .382** .457** .330** .377** .373** .409** .370** .362** .362** .402** .407** .291**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 004 0 0 0 0 0 0 0 0 0 0 0 085 0 0 0 0 0 0 0 0 0 0 001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 483 484 484 483 485 482 484 484 483 485 483 485 484 483 480 484 483 485 483 485 484 483 483 485 481 484 484 480 482 481 483 482 483 483 483 484 484 479 479 482 480 479 483 485 484 484 479 482 483 478 461 459 465 480 479 482 476 473 481 479 464 479 480 479 473 479 476 482 480 480
Correlation 
Coefficient .317** .213** .102* .281** .312** 0.063 .210** .323** .320** .239** 0.069 .135** -0.029 0.067 .217** -.311** .145** .216** .346** .344** 1 .449** .447** .389** .271** .305** .312** -.272** .166** .190** .139** .190** .174** .233** .305** .328** .336** -.305** .265** -.199** .224** .243** .368** .342** .291** .336** .215** .267** .270** .289** -.172** .139** .252** .212** .232** .187** .250** .171** .234** .226** .230** .227** .238** .231** .225** .223** .248** .249** .249** .196**
Sig. (2-tailed) 0 0 0 025 0 0 0 169 0 0 0 0 0 128 0 003 0 529 0 143 0 0 0 001 0 0 0 0 0 0 0 0 0 0 0 0 0 002 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 003 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 483 484 483 483 484 482 484 484 482 484 483 484 484 483 480 484 483 484 483 484 484 483 483 484 481 483 483 480 481 481 483 482 482 483 482 483 483 479 478 482 480 479 483 484 483 483 479 481 482 477 461 458 464 479 478 481 475 472 480 478 463 478 479 478 472 478 475 481 479 479
Correlation 
Coefficient .348** .360** .305** .371** .415** .205** .354** .363** .330** .369** .299** .276** .212** .226** .291** -0.022 .267** .382** .357** .434** .449** 1 .675** .314** .332** .378** .242** -.134** -.124** .317** .327** .214** .320** .416** .297** .305** .319** -.166** .276** -.129** .243** .210** .301** .464** .369** .323** .261** .351** .377** .341** -.200** .179** .330** .334** .308** .286** .366** .303** .388** .328** .323** .377** .362** .377** .329** .329** .275** .367** .368** .226**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 631 0 0 0 0 0 . 0 0 0 0 0 0.003 0.006 0 0 0 0 0 0 0 0 0 0 0.005 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 482 483 482 482 483 481 483 483 481 483 482 483 483 482 479 483 482 483 482 483 483 483 483 483 481 482 482 479 480 480 482 482 481 482 482 482 483 479 478 481 480 479 482 483 482 482 478 480 481 476 461 458 464 479 478 480 474 472 479 477 463 477 478 477 471 477 474 480 478 478
Correlation 
Coefficient .331** .384** .268** .341** .434** .153** .329** .364** .368** .362** .303** .265** .211** .164** .254** -0.058 .271** .391** .369** .401** .447** .675** 1 .339** .314** .363** .241** -.152** -.094* .241** .319** .230** .383** .405** .268** .275** .256** -.204** .319** -.136** .254** .173** .337** .427** .335** .327** .287** .316** .349** .328** -.145** .171** .304** .301** .281** .273** .324** .300** .329** .287** .314** .297** .342** .360** .277** .281** .257** .324** .337** .186**
Sig. (2-tailed) 0 0 0 0 0 0.001 0 0 0 0 0 0 0 0 0 0.201 0 0 0 0 0 0 . 0 0 0 0 0.001 0.04 0 0 0 0 0 0 0 0 0 0 0.003 0 0 0 0 0 0 0 0 0 0 0.002 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 482 483 482 482 483 481 483 483 481 483 482 483 483 482 479 483 482 483 482 483 483 483 483 483 481 482 482 479 480 480 482 482 481 482 482 482 483 479 478 481 480 479 482 483 482 482 478 480 481 476 461 458 464 479 478 480 474 472 479 477 463 477 478 477 471 477 474 480 478 478
Correlation 
Coefficient .339** .298** .238** .298** .328** .206** .333** .301** .277** .247** .222** .218** .254** .190** .185** -0.018 .168** .332** .317** .317** .389** .314** .339** 1 .323** .368** .126** -0.032 -0.054 .277** .227** .256** .307** .350** .294** .215** .278** -.137** .265** -.139** .266** .212** .342** .370** .281** .167** .257** .203** .269** .299** -.133** .218** .338** .228** .251** .263** .372** .311** .334** .362** .322** .281** .323** .251** .254** .250** .258** .280** .282** .275**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.695 0 0 0 0 0 0 0 . 0 0 0.006 0.483 0.234 0 0 0 0 0 0 0 0 0.003 0 0.002 0 0 0 0 0 0 0 0 0 0 0.004 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 483 484 484 483 485 482 484 484 483 485 483 485 484 483 480 484 483 485 483 485 484 483 483 485 481 484 484 480 482 481 483 482 483 483 483 484 484 479 479 482 480 479 483 485 484 484 479 482 483 478 461 459 465 480 479 482 476 473 481 479 464 479 480 479 473 479 476 482 480 480
Correlation 
Coefficient .283** .295** .222** .288** .324** .114* .345** .271** .223** .198** .206** .158** .273** .231** .214** 0.087 .118** .231** .246** .303** .271** .332** .314** .323** 1 .354** 0.081 0.072 -0.058 .236** .243** .168** .209** .295** .171** .092* .163** -.097* .130** -0.08 .122** .103* .250** .335** .354** .134** .172** .133** .269** .248** -.145** .229** .276** .184** .204** .151** .321** .207** .257** .308** .263** .239** .235** .297** .260** .244** .242** .237** .274** .247**
Sig  (2-tailed) 0 0 0 0 0 0 013 0 0 0 0 0 0 001 0 0 0 0 058 0 01 0 0 0 0 0 0 0 0 0 076 0 117 0 209 0 0 0 0 0 0 0 044 0 0 034 0 004 0 081 0 008 0 025 0 0 0 0 003 0 0 004 0 0 0 002 0 0 0 0 0 001 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 480 481 480 480 481 479 481 481 480 481 480 481 481 480 478 481 480 481 480 481 481 481 481 481 481 481 481 479 479 479 480 480 480 480 480 481 481 478 477 480 479 477 481 481 481 481 477 479 479 475 461 458 464 478 477 478 474 471 478 476 463 476 478 476 470 476 473 479 477 476
Correlation 
Coefficient .335** .419** .304** .346** .418** .194** .372** .378** .382** .414** .369** .279** .278** .213** .274** 0.074 .251** .414** .340** .412** .305** .378** .363** .368** .354** 1 .254** -0.049 -.100* .309** .297** .250** .400** .437** .285** .264** .345** -.233** .379** -.225** .254** .206** .372** .454** .390** .295** .307** .244** .361** .420** -.233** .262** .408** .346** .361** .322** .451** .398** .366** .418** .431** .362** .379** .372** .331** .332** .307** .365** .349** .274**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 106 0 0 0 0 0 0 0 0 0 0 0 287 0 029 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 482 483 483 482 484 481 483 483 482 484 482 484 483 482 479 483 482 484 482 484 483 482 482 484 481 484 484 480 482 481 482 481 482 482 482 484 483 479 479 482 480 478 483 484 484 484 479 482 482 477 461 459 465 480 479 481 476 472 481 479 464 479 480 479 473 479 476 482 480 479
Correlation 
Coefficient .134** .174** .177** .225** .212** .123** .108* .165** .295** .320** .202** .284** 0.018 .117* .235** -0.074 .340** .324** .168** .265** .312** .242** .241** .126** 0.081 .254** 1 -.439** 0.011 0.084 .243** .162** .215** .234** .244** .442** .348** -.109* .321** -.216** .253** .175** .254** .296** .140** .578** .289** .427** .149** .137** -0.048 0.073 .189** .120** 0.069 .116* .106* 0.09 .098* 0.049 .183** 0.079 .093* 0.07 0.07 0.062 .092* .090* 0.083 -0.004
Sig. (2-tailed) 0.003 0 0 0 0 0.007 0.017 0 0 0 0 0 0.689 0.01 0 0.103 0 0 0 0 0 0 0 0.006 0.076 0 . 0 0.814 0.065 0 0 0 0 0 0 0 0.017 0 0 0 0 0 0 0.002 0 0 0 0.001 0.003 0.3 0.121 0 0.008 0.134 0.011 0.021 0.051 0.031 0.28 0 0.082 0.041 0.126 0.127 0.177 0.046 0.048 0.071 0.931
N 482 483 483 482 484 481 483 483 482 484 482 484 483 482 479 483 482 484 482 484 483 482 482 484 481 484 484 480 482 481 482 481 482 482 482 484 483 479 479 482 480 478 483 484 484 484 479 482 482 477 461 459 465 480 479 481 476 472 481 479 464 479 480 479 473 479 476 482 480 479
Correlation 
Coefficient 0.056 -0.062 0.05 0.007 -0.041 0.083 0.013 0.005 -0.053 -.128** 0.037 -0.054 .194** .092* -0.083 .335** -.157** -.098* -0.054 -0.079 -.272** -.134** -.152** -0.032 0.072 -0.049 -.439** 1 0.074 -0.023 -0.041 0.023 -0.052 -0.05 -.098* -.273** -.161** .131** -.115* .207** -.102* -0.034 -0.066 -.098* -0.042 -.350** -.137** -.209** -0.032 -0.01 0.003 0.086 -0.001 -0.032 0.002 -0.002 .093* 0.015 -0.034 0.044 0.007 -0.007 -0.041 0.002 0.047 0.003 0.002 -0.033 -0.001 .122**
Sig  (2-tailed) 0 218 0 177 0 279 0 877 0 365 0 07 0 769 0 908 0 243 0 005 0 413 0 234 0 0 043 0 07 0 0 001 0.032 0.238 0.085 0 0.003 0.001 0.483 0.117 0.287 0 . 0.107 0.609 0.367 0.613 0.252 0.275 0.032 0 0 0.004 0.012 0 0.026 0.462 0.147 0.032 0.354 0 0.003 0 0.483 0.827 0.946 0.068 0.985 0.483 0.958 0.968 0.044 0.738 0.463 0.339 0.882 0.875 0.366 0.968 0.314 0.946 0.97 0.469 0.978 0.008
N 479 480 479 479 480 478 480 480 479 480 479 480 480 479 477 480 479 480 479 480 480 479 479 480 479 480 480 480 479 479 480 479 480 479 478 480 479 476 475 479 477 475 480 480 480 480 476 478 478 474 459 456 462 476 475 477 473 469 477 475 462 475 477 475 469 475 472 478 476 475
Correlation 
Coefficient -.124** -.313** -.261** -.172** -.253** -.153** -.286** -.157** -0.058 -.226** -.285** -.158** -.453** -.233** -0.08 -.187** -.153** -.232** -0.062 -.286** .166** -.124** -.094* -0.054 -0.058 -.100* 0.011 0.074 1 -.322** -.313** -.166** -.260** -.320** -0.011 0.024 -0.014 -0.032 -.118* .120** -0.002 0.04 -0.031 -.245** -.135** 0.001 -.102* -0.077 -.141** -0.052 0.07 0.022 -0.032 -.154** -.123** -.142** -.096* -.105* -.143** -.153** -0.084 -.166** -.154** -.183** -.103* -.141** -0.086 -.125** -.132** -.095*
Sig. (2-tailed) 0.006 0 0 0 0 0.001 0 0.001 0.201 0 0 0.001 0 0 0.082 0 0.001 0 0.174 0 0 0.006 0.04 0.234 0.209 0.029 0.814 0.107 . 0 0 0 0 0 0.815 0.592 0.759 0.486 0.01 0.008 0.971 0.378 0.501 0 0.003 0.978 0.026 0.09 0.002 0.259 0.134 0.631 0.488 0.001 0.007 0.002 0.036 0.022 0.002 0.001 0.07 0 0.001 0 0.025 0.002 0.062 0.006 0.004 0.037
N 480 481 481 480 482 479 481 481 480 482 480 482 481 480 478 481 481 482 481 482 481 480 480 482 479 482 482 479 482 480 481 480 481 480 480 482 481 477 477 480 478 476 481 482 482 482 477 481 480 475 459 458 463 478 477 479 474 470 479 477 462 477 478 477 471 477 474 480 478 477
Correlation 
Coefficient .324** .445** .366** .377** .423** .291** .433** .374** .265** .345** .355** .152** .421** .342** .201** .121** .167** .308** .286** .507** .190** .317** .241** .277** .236** .309** 0.084 -0.023 -.322** 1 .463** .355** .404** .479** .241** .181** .262** -0.08 .228** -.166** .268** .114* .253** .450** .347** .127** .253** .163** .327** .292** -.158** .182** .285** .290** .284** .222** .309** .277** .323** .339** .258** .300** .302** .341** .268** .321** .265** .302** .338** .271**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 001 0 0 0 0 008 0 0 0 0 0 0 0 0 0 0 0 065 0 609 0 0 0 0 0 0 0 0 0 079 0 0 0 0 013 0 0 0 0 005 0 0 0 0 0 001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 480 481 480 480 481 479 481 481 479 481 480 481 481 480 477 481 480 481 480 481 481 480 480 481 479 481 481 479 480 481 481 480 480 480 480 481 480 478 477 481 479 477 481 481 481 481 478 480 479 474 459 457 462 477 476 478 474 470 478 476 461 476 477 476 470 476 473 479 477 476
Correlation 
Coefficient .552** .657** .568** .610** .698** .475** .700** .644** .512** .626** .657** .502** .497** .574** .374** .341** .301** .621** .317** .689** .139** .327** .319** .227** .243** .297** .243** -0.041 -.313** .463** 1 .491** .620** .679** .224** .281** .279** -0.065 .359** -.125** .262** .154** .308** .663** .353** .359** .331** .356** .372** .315** -.113* .215** .293** .326** .281** .336** .393** .313** .331** .395** .287** .328** .315** .337** .330** .329** .308** .338** .344** .262**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 002 0 0 0 0 0 0 0 367 0 0 0 0 0 0 0 0 0 157 0 0 006 0 0 001 0 0 0 0 0 0 0 0 0 015 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 482 483 482 482 483 481 483 483 481 483 482 483 483 482 479 483 482 483 482 483 483 482 482 483 480 482 482 480 481 481 483 482 482 482 481 482 482 478 477 481 479 478 482 483 482 482 478 480 481 476 460 457 463 478 477 480 474 471 479 477 462 477 478 477 471 477 474 480 478 478
Correlation 
Coefficient .401** .422** .414** .410** .454** .363** .527** .438** .405** .368** .413** .336** .384** .385** .246** .194** .216** .474** .299** .467** .190** .214** .230** .256** .168** .250** .162** 0.023 -.166** .355** .491** 1 .664** .468** .276** .266** .279** -.111* .343** -0.056 .312** .167** .327** .452** .219** .182** .258** .307** .294** .287** -.163** .119* .263** .247** .296** .247** .352** .266** .279** .341** .224** .266** .234** .269** .233** .267** .269** .233** .265** .265**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.613 0 0 0 . 0 0 0 0 0 0.015 0 0.223 0 0 0 0 0 0 0 0 0 0 0 0.011 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 481 482 481 481 482 480 482 482 480 482 481 482 482 481 478 482 481 482 481 482 482 482 482 482 480 481 481 479 480 480 482 482 481 481 481 481 482 478 477 480 479 478 481 482 481 481 477 479 480 475 460 457 463 478 477 479 473 471 478 476 462 476 477 476 470 476 473 479 477 477
Correlation 
Coefficient .466** .565** .493** .482** .558** .405** .581** .505** .509** .495** .551** .493** .487** .489** .336** .250** .317** .547** .340** .553** .174** .320** .383** .307** .209** .400** .215** -0.052 -.260** .404** .620** .664** 1 .607** .293** .343** .387** -.112* .412** -.133** .320** .125** .355** .535** .290** .304** .329** .381** .365** .331** -.149** .135** .306** .310** .317** .300** .363** .316** .329** .379** .328** .334** .306** .326** .276** .303** .297** .329** .346** .273**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.252 0 0 0 0 . 0 0 0 0 0.014 0 0.004 0 0.006 0 0 0 0 0 0 0 0 0.001 0.004 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 481 482 482 481 483 480 482 482 482 483 481 483 482 481 479 482 481 483 481 483 482 481 481 483 480 482 482 480 481 480 482 481 483 481 481 482 482 477 477 480 478 477 481 483 482 482 477 480 481 477 460 458 464 478 477 480 475 472 479 477 463 477 479 477 471 477 474 480 478 478
Correlation 
Coefficient .538** .653** .563** .598** .681** .465** .711** .626** .535** .565** .618** .477** .520** .528** .428** .265** .384** .636** .418** .721** .233** .416** .405** .350** .295** .437** .234** -0.05 -.320** .479** .679** .468** .607** 1 .338** .324** .375** -.100* .410** -.131** .352** .213** .418** .710** .423** .347** .323** .410** .386** .372** -.233** .222** .337** .408** .357** .368** .448** .336** .381** .461** .388** .376** .385** .403** .377** .401** .391** .388** .394** .276**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 275 0 0 0 0 0 0 0 0 0 028 0 0 004 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 484 485 484 484 485 483 485 485 483 485 484 485 485 485 482 485 483 483 482 483 483 482 482 483 480 482 482 479 480 480 482 481 481 485 483 484 484 479 479 483 481 480 484 485 484 484 481 482 483 478 462 459 465 480 479 482 476 473 481 479 464 479 480 479 473 479 476 482 480 480
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Correlation 
Coefficient .347** .254** .267** .371** .342** .174** .266** .340** .338** .269** .236** .199** .148** .200** .362** -.093* .252** .318** .403** .384** .305** .297** .268** .294** .171** .285** .244** -.098* -0.011 .241** .224** .276** .293** .338** 1 .582** .714** -.203** .339** -.424** .496** .366** .595** .426** .276** .309** .264** .314** .281** .263** -.153** .203** .267** .249** .180** .184** .259** .211** .243** .231** .233** .200** .223** .226** .216** .238** .256** .237** .245** .136**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0.001 0 0 0.04 0 0 0 0 0 0 0 0 0 0 0 0.032 0.815 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.003
N 483 484 484 483 485 482 484 484 483 485 483 485 484 483 480 484 482 483 481 483 482 482 482 483 480 482 482 478 480 480 481 481 481 483 485 484 485 480 481 483 482 481 483 485 484 484 480 483 483 478 462 461 466 481 480 482 477 475 481 479 465 479 480 479 473 479 476 482 480 480
Correlation 
Coefficient .259** .228** .209** .310** .309** .173** .255** .294** .351** .356** .249** .272** .100* .153** .393** -.105* .317** .365** .404** .335** .328** .305** .275** .215** .092* .264** .442** -.273** 0.024 .181** .281** .266** .343** .324** .582** 1 .627** -.165** .357** -.347** .419** .319** .510** .415** .178** .575** .306** .428** .192** .157** -0.083 .132** .200** .176** .127** .153** .208** .132** .134** .132** .199** .124** .151** .120** 0.082 .124** .116* .157** .137** 0.073
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 028 0 001 0 0 02 0 0 0 0 0 0 0 0 0 044 0 0 0 0 592 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 001 0 074 0 005 0 0 0 005 0 001 0 0 004 0 003 0 004 0 0 006 0 001 0 009 0 074 0 006 0 011 0 001 0 003 0 109
N 484 485 485 484 486 483 485 485 484 486 484 486 485 484 481 485 483 484 482 484 483 482 482 484 481 484 484 480 482 481 482 481 482 484 484 486 485 480 481 484 482 480 485 486 486 486 481 484 484 479 463 461 467 482 481 483 478 474 483 481 466 481 482 481 475 481 478 484 482 481
Correlation 
Coefficient .394** .336** .310** .421** .387** .276** .341** .381** .431** .387** .319** .302** .192** .281** .378** -0.088 .299** .358** .404** .446** .336** .319** .256** .278** .163** .345** .348** -.161** -0.014 .262** .279** .279** .387** .375** .714** .627** 1 -.147** .348** -.341** .511** .327** .631** .504** .293** .465** .312** .357** .325** .300** -.170** .182** .306** .288** .252** .261** .302** .249** .276** .270** .274** .247** .281** .255** .213** .268** .268** .287** .282** .154**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 052 0 0 0 0 0 0 0 0 0 0 0 0 0 759 0 0 0 0 0 0 0 0 001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 001
N 484 485 485 484 486 483 485 485 484 486 484 486 485 484 481 485 483 484 482 484 483 483 483 484 481 483 483 479 481 480 482 482 482 484 485 485 486 480 481 483 482 481 484 486 485 485 480 483 484 479 463 461 467 482 481 483 477 475 482 480 466 480 481 480 474 480 477 483 481 481
Correlation 
Coefficient -.160** -.169** -0.08 -.107* -.161** 0.037 -.110* -.151** -0.084 -.099* -0.019 -0.031 0.039 0.027 -0.087 .284** -0.073 -0.072 -.148** -.149** -.305** -.166** -.204** -.137** -.097* -.233** -.109* .131** -0.032 -0.08 -0.065 -.111* -.112* -.100* -.203** -.165** -.147** 1 -.137** .277** -.182** -.194** -.288** -.216** -.222** -.202** -.116* -.209** -.179** -.141** .258** -.131** -.132** -.161** -.213** -.174** -.240** -.153** -.159** -.214** -.145** -.161** -.153** -.156** -.186** -.107* -.211** -.170** -.170** -.114*
Sig. (2-tailed) 0 0 0 08 0 019 0 0 424 0 016 0 001 0 068 0 03 0 679 0 502 0 389 0 561 0 057 0 0 113 0 115 0 001 0 001 0 0 0 0 003 0 034 0 0 017 0 004 0 486 0 079 0 157 0 015 0 014 0 028 0 0 0 001 0 003 0 0 0 0 0 0 0 0 011 0 0 0 002 0 0 005 0 004 0 0 0 0 0 001 0 0 0 002 0 0 001 0 001 0 0 02 0 0 0 0 013
N 479 480 479 479 480 478 480 480 478 480 479 480 480 479 476 480 478 479 478 479 479 479 479 479 478 479 479 476 477 478 478 478 477 479 480 480 480 480 479 480 480 478 480 480 480 480 478 479 478 473 459 458 462 477 476 477 474 471 477 476 462 475 476 476 469 475 473 478 476 476
Correlation 
Coefficient .275** .310** .275** .319** .365** .270** .345** .323** .327** .369** .338** .313** .228** .268** .273** .113* .365** .407** .245** .343** .265** .276** .319** .265** .130** .379** .321** -.115* -.118* .228** .359** .343** .412** .410** .339** .357** .348** -.137** 1 -.192** .304** .217** .355** .426** .259** .390** .305** .379** .287** .260** -.113* .175** .262** .283** .245** .272** .326** .225** .223** .268** .422** .263** .268** .207** .232** .205** .211** .191** .211** .202**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 013 0 0 0 0 0 0 0 0 0.004 0 0 0.012 0.01 0 0 0 0 0 0 0 0 0.003 . 0 0 0 0 0 0 0 0 0 0 0 0.015 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 480 480 481 480 481 479 480 480 479 481 480 481 480 479 476 480 478 479 477 479 478 478 478 479 477 479 479 475 477 477 477 477 477 479 481 481 481 479 481 480 480 478 480 481 481 481 478 480 479 474 460 459 463 478 477 478 475 472 478 477 463 476 477 477 471 476 475 479 477 477
Correlation 
Coefficient -.143** -.179** -.128** -.173** -.181** -0.052 -.134** -.164** -.111* -.150** -0.052 -0.021 -0.054 -0.015 -.207** .181** -0.05 -.149** -.230** -.218** -.199** -.129** -.136** -.139** -0.08 -.225** -.216** .207** .120** -.166** -.125** -0.056 -.133** -.131** -.424** -.347** -.341** .277** -.192** 1 -.247** -.227** -.368** -.213** -.140** -.246** -.108* -.116* -0.087 -.138** .248** -0.049 -.123** -.097* -.099* -0.072 -.130** -.102* -.091* -0.07 -.118* -0.078 -.093* -0.071 -.094* -.094* -.102* -.115* -0.087 -0.054
Sig. (2-tailed) 0.002 0 0.005 0 0 0.25 0.003 0 0.015 0.001 0.258 0.648 0.233 0.737 0 0 0.272 0.001 0 0 0 0.005 0.003 0.002 0.081 0 0 0 0.008 0 0.006 0.223 0.004 0.004 0 0 0 0 0 . 0 0 0 0 0.002 0 0.018 0.011 0.056 0.002 0 0.292 0.008 0.033 0.031 0.113 0.004 0.026 0.047 0.126 0.011 0.09 0.042 0.119 0.041 0.04 0.026 0.012 0.055 0.236
N 483 484 483 483 484 482 484 484 482 484 483 484 484 483 480 484 482 482 481 482 482 481 481 482 480 482 482 479 480 481 481 480 480 483 483 484 483 480 480 484 482 480 484 484 484 484 481 483 482 477 462 460 465 480 479 481 477 473 481 479 464 479 480 479 473 479 476 482 480 479
Correlation 
Coefficient .327** .320** .306** .346** .340** .226** .297** .312** .378** .330** .282** .235** .203** .246** .364** -0.025 .279** .313** .376** .355** .224** .243** .254** .266** .122** .254** .253** -.102* -0.002 .268** .262** .312** .320** .352** .496** .419** .511** -.182** .304** -.247** 1 .352** .570** .399** .223** .348** .288** .305** .229** .255** -.124** .165** .256** .189** .164** .163** .208** .173** .197** .222** .232** .197** .204** .173** .160** .202** .230** .218** .187** .136**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.583 0 0 0 0 0 0 0 0 0.008 0 0 0.026 0.971 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0 008 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 003
N 481 482 481 481 482 480 482 482 480 482 481 482 482 481 478 482 480 480 479 480 480 480 480 480 479 480 480 477 478 479 479 479 478 481 482 482 482 480 480 482 482 480 482 482 482 482 480 481 480 475 461 460 464 479 478 479 476 473 479 478 464 477 478 478 471 477 475 480 478 478
Correlation 
Coefficient .206** .133** .168** .212** .223** .125** .134** .210** .162** .169** .110* 0.087 0.076 .114* .211** -.106* .116* .204** .307** .214** .243** .210** .173** .212** .103* .206** .175** -0.034 0.04 .114* .154** .167** .125** .213** .366** .319** .327** -.194** .217** -.227** .352** 1 .471** .324** .221** .275** .251** .205** .147** .131** -.106* .328** .122** 0.055 0.082 .149** .160** 0.034 .110* .097* .147** 0.08 .115* 0.088 .146** 0.085 .126** .095* .104* 0.086
Sig  (2-tailed) 0 0 004 0 0 0 0 006 0 003 0 0 0 0 016 0 057 0 097 0 013 0 0 019 0 011 0 0 0 0 0 0 0 0 025 0 0 0 462 0 378 0 013 0 001 0 0 006 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 001 0 004 0 022 0 0 009 0 234 0 074 0 001 0 0 463 0 016 0 035 0 002 0 082 0 012 0 054 0 002 0 066 0 006 0 037 0 023 0 06
N 480 481 480 480 481 479 481 481 479 481 480 481 481 480 477 481 479 479 478 479 479 479 479 479 477 478 478 475 476 477 478 478 477 480 481 480 481 478 478 480 480 481 480 481 480 480 478 479 479 474 460 459 463 477 476 478 474 472 477 476 463 475 476 476 469 475 473 478 476 477
Correlation 
Coefficient .414** .384** .318** .435** .415** .233** .375** .396** .399** .371** .314** .285** .256** .256** .392** -0.036 .250** .374** .480** .424** .368** .301** .337** .342** .250** .372** .254** -0.066 -0.031 .253** .308** .327** .355** .418** .595** .510** .631** -.288** .355** -.368** .570** .471** 1 .586** .330** .410** .328** .364** .312** .307** -.212** .248** .356** .266** .252** .253** .353** .247** .253** .301** .325** .262** .295** .257** .235** .252** .277** .279** .277** .199**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 425 0 0 0 0 0 0 0 0 0 0 0 0 147 0 501 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 484 485 484 484 485 483 485 485 483 485 484 485 485 484 481 485 483 483 482 483 483 482 482 483 481 483 483 480 481 481 482 481 481 484 483 485 484 480 480 484 482 480 485 485 485 485 481 483 483 478 463 460 466 481 480 482 477 473 482 480 465 480 481 480 474 480 477 483 481 480
Correlation 
Coefficient .573** .639** .533** .618** .707** .405** .658** .644** .548** .612** .595** .408** .440** .466** .437** .152** .326** .575** .460** .752** .342** .464** .427** .370** .335** .454** .296** -.098* -.245** .450** .663** .452** .535** .710** .426** .415** .504** -.216** .426** -.213** .399** .324** .586** 1 .513** .478** .407** .446** .451** .438** -.262** .253** .419** .411** .391** .404** .495** .378** .430** .491** .427** .425** .444** .457** .392** .418** .389** .418** .431** .333**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.001 0 0 0 0 0 0 0 0 0 0 0 0 032 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 485 486 486 485 487 484 486 486 485 487 485 487 486 485 482 486 484 485 483 485 484 483 483 485 481 484 484 480 482 481 483 482 483 485 485 486 486 480 481 484 482 481 485 487 486 486 481 484 485 480 463 461 467 482 481 484 478 475 483 481 466 481 482 481 475 481 478 484 482 482
Correlation 
Coefficient .406** .435** .396** .400** .457** .200** .408** .413** .339** .332** .365** .260** .272** .276** .255** -0.007 .153** .379** .286** .465** .291** .369** .335** .281** .354** .390** .140** -0.042 -.135** .347** .353** .219** .290** .423** .276** .178** .293** -.222** .259** -.140** .223** .221** .330** .513** 1 .361** .275** .298** .592** .450** -.231** .301** .413** .509** .514** .527** .499** .459** .495** .529** .443** .488** .513** .498** .448** .458** .509** .553** .629** .469**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 877 0 001 0 0 0 0 0 0 0 0 0 0.002 0.354 0.003 0 0 0 0 0 0 0 0 0 0 0.002 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 484 485 485 484 486 483 485 485 484 486 484 486 485 484 481 485 483 484 482 484 483 482 482 484 481 484 484 480 482 481 482 481 482 484 484 486 485 480 481 484 482 480 485 486 486 486 481 484 484 479 463 461 467 482 481 483 478 474 483 481 466 481 482 481 475 481 478 484 482 481
Correlation 
Coefficient .274** .293** .264** .331** .332** .210** .250** .270** .348** .461** .301** .319** .101* .212** .413** -0.072 .376** .385** .275** .381** .336** .323** .327** .167** .134** .295** .578** -.350** 0.001 .127** .359** .182** .304** .347** .309** .575** .465** -.202** .390** -.246** .348** .275** .410** .478** .361** 1 .366** .547** .237** .187** -0.058 0.088 .195** .222** .164** .220** .220** .133** .201** .181** .225** .181** .211** .159** .105* .149** .155** .227** .220** .108*
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0.026 0 0 0.111 0 0 0 0 0 0 0 0 0.003 0 0 0 0.978 0.005 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0.211 0.059 0 0 0 0 0 0.004 0 0 0 0 0 0 0.022 0.001 0.001 0 0 0.018
N 484 485 485 484 486 483 485 485 484 486 484 486 485 484 481 485 483 484 482 484 483 482 482 484 481 484 484 480 482 481 482 481 482 484 484 486 485 480 481 484 482 480 485 486 486 486 481 484 484 479 463 461 467 482 481 483 478 474 483 481 466 481 482 481 475 481 478 484 482 481
Correlation 
Coefficient .299** .284** .254** .334** .315** .201** .292** .272** .324** .368** .261** .281** .202** .235** .282** 0.018 .278** .336** .356** .343** .215** .261** .287** .257** .172** .307** .289** -.137** -.102* .253** .331** .258** .329** .323** .264** .306** .312** -.116* .305** -.108* .288** .251** .328** .407** .275** .366** 1 .419** .229** .174** -.132** .120* .184** .224** .157** .191** .206** .127** .181** .196** .193** .163** .180** .170** .166** .133** .153** .200** .205** .090*
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 699 0 0 0 0 0 0 0 0 0 0 0 0 003 0 026 0 0 0 0 0 0 0 0 0 011 0 0 018 0 0 0 0 0 0 0 0 0 0 005 0 01 0 0 0 001 0 0 0 006 0 0 0 0 0 0 0 0 004 0 001 0 0 0 048
N 480 481 480 480 481 479 481 481 479 481 480 481 481 481 478 481 479 479 478 479 479 478 478 479 477 479 479 476 477 478 478 477 477 481 480 481 480 478 478 481 480 478 481 481 481 481 481 480 479 475 460 458 463 478 477 479 476 472 479 478 463 477 478 478 471 477 475 480 478 478
Correlation 
Coefficient .266** .264** .317** .343** .331** .222** .305** .283** .354** .375** .342** .412** .198** .248** .369** -0.03 .483** .488** .257** .381** .267** .351** .316** .203** .133** .244** .427** -.209** -0.077 .163** .356** .307** .381** .410** .314** .428** .357** -.209** .379** -.116* .305** .205** .364** .446** .298** .547** .419** 1 .302** .195** -.155** 0.083 .207** .288** .228** .263** .293** .182** .224** .238** .291** .219** .239** .237** .183** .207** .212** .267** .251** .131**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 509 0 0 0 0 0 0 0 0 0.004 0 0 0 0.09 0 0 0 0 0 0 0 0 0 0 0.011 0 0 0 0 0 0 0 . 0 0 0.001 0.077 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.004
N 482 483 483 482 484 481 483 483 482 484 482 484 483 482 480 483 482 482 481 482 481 480 480 482 479 482 482 478 481 480 480 479 480 482 483 484 483 479 480 483 481 479 483 484 484 484 480 484 482 477 461 461 465 480 479 481 477 473 481 479 464 479 480 479 473 479 476 482 480 479
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Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation 
Coefficient .328** .384** .340** .357** .439** .189** .380** .373** .314** .321** .315** .271** .252** .239** .156** -0.028 .188** .381** .237** .434** .270** .377** .349** .269** .269** .361** .149** -0.032 -.141** .327** .372** .294** .365** .386** .281** .192** .325** -.179** .287** -0.087 .229** .147** .312** .451** .592** .237** .229** .302** 1 .746** -.310** .432** .618** .755** .730** .746** .659** .640** .732** .700** .558** .735** .728** .659** .699** .667** .689** .766** .755** .555**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.001 0.537 0 0 0 0 0 0 0 0 0 0 0.001 0.483 0.002 0 0 0 0 0 0 0 0 0 0 0.056 0 0.001 0 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 483 484 484 483 485 482 484 484 483 485 483 485 484 483 480 484 482 483 481 483 482 481 481 483 479 482 482 478 480 479 481 480 481 483 483 484 484 478 479 482 480 479 483 485 484 484 479 482 485 480 463 461 467 481 480 483 478 474 482 480 465 480 481 481 475 480 478 483 482 481
Correlation 
Coefficient .284** .308** .293** .282** .373** .202** .347** .319** .254** .277** .303** .220** .234** .215** .145** 0.025 .130** .289** .229** .401** .289** .341** .328** .299** .248** .420** .137** -0.01 -0.052 .292** .315** .287** .331** .372** .263** .157** .300** -.141** .260** -.138** .255** .131** .307** .438** .450** .187** .174** .195** .746** 1 -.440** .507** .808** .590** .628** .580** .681** .714** .625** .656** .615** .627** .599** .603** .598** .605** .586** .627** .634** .506**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 001 0 581 0 004 0 0 0 0 0 0 0 0 0 0 003 0 827 0 259 0 0 0 0 0 0 0 001 0 0 002 0 0 002 0 0 004 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 478 479 479 478 480 477 479 479 479 480 478 480 479 478 476 479 477 478 476 478 477 476 476 478 475 477 477 474 475 474 476 475 477 478 478 479 479 473 474 477 475 474 478 480 479 479 475 477 480 480 463 460 467 478 477 480 477 474 479 477 464 477 478 477 472 476 475 479 478 478
Correlation 
Coefficient -.151** -.177** -.165** -.108* -.173** -.101* -.193** -.200** -.104* -.111* -.147** -0.059 -.102* -0.056 -0.057 0.076 -0.041 -.136** -.160** -.224** -.172** -.200** -.145** -.133** -.145** -.233** -0.048 0.003 0.07 -.158** -.113* -.163** -.149** -.233** -.153** -0.083 -.170** .258** -.113* .248** -.124** -.106* -.212** -.262** -.231** -0.058 -.132** -.155** -.310** -.440** 1 -.259** -.433** -.341** -.366** -.317** -.407** -.373** -.296** -.371** -.318** -.374** -.311** -.359** -.347** -.306** -.313** -.336** -.339** -.226**
Sig. (2-tailed) 0.001 0 0 0.02 0 0.03 0 0 0.025 0.017 0.002 0.203 0.028 0.231 0.225 0.103 0.385 0.003 0.001 0 0 0 0.002 0.004 0.002 0 0.3 0.946 0.134 0.001 0.015 0 0.001 0 0.001 0.074 0 0 0 015 0 0 008 0 022 0 0 0 0 211 0 005 0 001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 463 463 463 463 463 462 463 463 463 463 463 463 463 462 461 463 461 461 460 461 461 461 461 461 461 461 461 459 459 459 460 460 460 462 462 463 463 459 460 462 461 460 463 463 463 463 460 461 463 463 463 458 463 463 463 463 461 461 463 462 458 463 463 462 461 462 462 463 463 461
Correlation 
Coefficient .163** .170** .178** .158** .188** .093* .215** .173** .143** .153** .192** .128** .138** .156** 0.083 0.012 0.087 .231** .193** .181** .139** .179** .171** .218** .229** .262** 0.073 0.086 0.022 .182** .215** .119* .135** .222** .203** .132** .182** -.131** .175** -0.049 .165** .328** .248** .253** .301** 0.088 .120* 0.083 .432** .507** -.259** 1 .587** .349** .382** .358** .413** .440** .363** .422** .395** .351** .351** .326** .405** .315** .358** .339** .350** .325**
Sig. (2-tailed) 0 0 0 0.001 0 0.047 0 0 0.002 0.001 0 0.006 0.003 0.001 0.077 0.801 0.062 0 0 0 0.003 0 0 0 0 0 0.121 0.068 0.631 0 0 0.011 0.004 0 0 0.005 0 0.005 0 0.292 0 0 0 0 0 0.059 0.01 0.077 0 0 0 . 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 459 460 460 459 461 458 460 460 461 461 459 461 460 459 459 460 459 459 458 459 458 458 458 459 458 459 459 456 458 457 457 457 458 459 461 461 461 458 459 460 460 459 460 461 461 461 458 461 461 460 458 461 460 460 460 460 460 460 460 460 457 460 460 460 457 459 459 460 460 459
Correlation 
Coefficient .262** .312** .282** .263** .318** .193** .330** .291** .254** .272** .293** .238** .227** .213** .185** 0.039 .150** .313** .244** .337** .252** .330** .304** .338** .276** .408** .189** -0.001 -0.032 .285** .293** .263** .306** .337** .267** .200** .306** -.132** .262** -.123** .256** .122** .356** .419** .413** .195** .184** .207** .618** .808** -.433** .587** 1 .539** .594** .530** .667** .735** .566** .613** .643** .582** .553** .556** .553** .558** .536** .588** .563** .487**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 401 0 001 0 0 0 0 0 0 0 0 0 0 0 985 0 488 0 0 0 0 0 0 0 0 0 004 0 0 008 0 0 009 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 465 466 466 465 467 464 466 466 467 467 465 467 466 465 464 466 464 465 463 465 464 464 464 465 464 465 465 462 463 462 463 463 464 465 466 467 467 462 463 465 464 463 466 467 467 467 463 465 467 467 463 460 467 467 467 467 465 465 467 465 461 467 467 466 463 465 464 467 466 465
Correlation 
Coefficient .287** .393** .305** .292** .385** .203** .356** .321** .291** .324** .335** .257** .231** .204** .203** 0.026 .168** .358** .203** .370** .212** .334** .301** .228** .184** .346** .120** -0.032 -.154** .290** .326** .247** .310** .408** .249** .176** .288** -.161** .283** -.097* .189** 0.055 .266** .411** .509** .222** .224** .288** .755** .590** -.341** .349** .539** 1 .841** .808** .674** .646** .713** .712** .591** .783** .757** .624** .653** .638** .695** .756** .720** .542**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.572 0 0 0 0 0 0 0 0 0 0 0.008 0.483 0.001 0 0 0 0 0 0 0 0 0 0 0.033 0 0.234 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 480 481 481 480 482 479 481 481 480 482 480 482 481 480 477 481 479 480 478 480 479 479 479 480 478 480 480 476 478 477 478 478 478 480 481 482 482 477 478 480 479 477 481 482 482 482 478 480 481 478 463 460 467 482 481 482 477 474 482 480 466 480 480 479 474 479 477 482 480 478
Correlation 
Coefficient .266** .368** .280** .263** .354** .171** .338** .299** .271** .290** .292** .209** .208** .178** .153** 0.004 .124** .331** .202** .356** .232** .308** .281** .251** .204** .361** 0.069 0.002 -.123** .284** .281** .296** .317** .357** .180** .127** .252** -.213** .245** -.099* .164** 0.082 .252** .391** .514** .164** .157** .228** .730** .628** -.366** .382** .594** .841** 1 .818** .726** .742** .668** .748** .573** .761** .687** .616** .650** .613** .707** .732** .693** .612**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.001 0.933 0.007 0 0 0 0 0 0 0 0 0 0.134 0.958 0.007 0 0 0 0 0 0 0.005 0 0 0 0.031 0 0.074 0 0 0 0 0.001 0 0 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 479 480 480 479 481 478 480 480 479 481 479 481 480 479 476 480 478 479 477 479 478 478 478 479 477 479 479 475 477 476 477 477 477 479 480 481 481 476 477 479 478 476 480 481 481 481 477 479 480 477 463 460 467 481 481 481 476 474 481 479 466 479 480 479 474 479 477 481 479 477
Correlation 
Coefficient .262** .342** .291** .267** .377** .214** .347** .336** .275** .296** .313** .255** .231** .213** .132** 0.03 .126** .344** .170** .374** .187** .286** .273** .263** .151** .322** .116* -0.002 -.142** .222** .336** .247** .300** .368** .184** .153** .261** -.174** .272** -0.072 .163** .149** .253** .404** .527** .220** .191** .263** .746** .580** -.317** .358** .530** .808** .818** 1 .692** .658** .698** .710** .580** .753** .759** .610** .655** .602** .704** .761** .711** .557**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 004 0 505 0 006 0 0 0 0 0 0 0 0 001 0 0 011 0 968 0 002 0 0 0 0 0 0 0 001 0 0 0 0 113 0 0 001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 482 483 483 482 484 481 483 483 482 484 482 484 483 482 479 483 481 482 480 482 481 480 480 482 478 481 481 477 479 478 480 479 480 482 482 483 483 477 478 481 479 478 482 484 483 483 479 481 483 480 463 460 467 482 481 484 478 475 483 481 466 481 481 480 475 480 478 483 481 480
Correlation 
Coefficient .370** .419** .382** .382** .455** .301** .458** .436** .361** .382** .409** .338** .338** .302** .216** 0.084 .205** .424** .259** .465** .250** .366** .324** .372** .321** .451** .106* .093* -.096* .309** .393** .352** .363** .448** .259** .208** .302** -.240** .326** -.130** .208** .160** .353** .495** .499** .220** .206** .293** .659** .681** -.407** .413** .667** .674** .726** .692** 1 .730** .636** .763** .689** .691** .643** .660** .638** .569** .629** .650** .661** .601**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.065 0 0 0 0 0 0 0 0 0 0 0.021 0.044 0.036 0 0 0 0 0 0 0 0 0 0 0.004 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0 0 0 0
N 476 477 477 476 478 475 477 477 477 478 476 478 477 476 474 477 475 476 474 476 475 474 474 476 474 476 476 473 474 474 474 473 475 476 477 478 477 474 475 477 476 474 477 478 478 478 476 477 478 477 461 460 465 477 476 478 478 473 478 477 463 476 477 477 471 475 475 478 477 477
Correlation 
Coefficient .250** .339** .325** .268** .325** .236** .359** .280** .232** .268** .353** .266** .268** .208** .152** .117* .128** .336** .212** .344** .171** .303** .300** .311** .207** .398** 0.09 0.015 -.105* .277** .313** .266** .316** .336** .211** .132** .249** -.153** .225** -.102* .173** 0.034 .247** .378** .459** .133** .127** .182** .640** .714** -.373** .440** .735** .646** .742** .658** .730** 1 .666** .727** .656** .696** .620** .644** .623** .589** .629** .699** .646** .568**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.001 0.011 0.005 0 0 0 0 0 0 0 0 0 0.051 0.738 0.022 0 0 0 0 0 0 0.004 0 0 001 0 0 026 0 0 463 0 0 0 0 004 0 006 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 473 474 474 473 475 472 474 474 474 475 473 475 474 473 472 474 472 473 471 473 472 472 472 473 471 472 472 469 470 470 471 471 472 473 475 474 475 471 472 473 473 472 473 475 474 474 472 473 474 474 461 460 465 474 474 475 473 475 474 473 464 473 474 473 467 472 471 474 472 473
Correlation 
Coefficient .313** .375** .338** .309** .392** .229** .384** .314** .246** .322** .327** .256** .286** .261** .212** 0.051 .166** .356** .239** .382** .234** .388** .329** .334** .257** .366** .098* -0.034 -.143** .323** .331** .279** .329** .381** .243** .134** .276** -.159** .223** -.091* .197** .110* .253** .430** .495** .201** .181** .224** .732** .625** -.296** .363** .566** .713** .668** .698** .636** .666** 1 .814** .590** .774** .771** .722** .714** .808** .709** .785** .804** .599**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 265 0 0 0 0 0 0 0 0 0 0 0 031 0 463 0 002 0 0 0 0 0 0 0 003 0 0 0 0 047 0 0 016 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 481 482 482 481 483 480 482 482 481 483 481 483 482 481 478 482 480 481 479 481 480 479 479 481 478 481 481 477 479 478 479 478 479 481 481 483 482 477 478 481 479 477 482 483 483 483 479 481 482 479 463 460 467 482 481 483 478 474 483 481 466 481 481 480 475 480 478 483 481 479
Correlation 
Coefficient .392** .432** .352** .376** .456** .272** .481** .375** .312** .358** .385** .305** .310** .300** .202** 0.086 .139** .399** .252** .457** .226** .328** .287** .362** .308** .418** 0.049 0.044 -.153** .339** .395** .341** .379** .461** .231** .132** .270** -.214** .268** -0.07 .222** .097* .301** .491** .529** .181** .196** .238** .700** .656** -.371** .422** .613** .712** .748** .710** .763** .727** .814** 1 .652** .762** .693** .722** .715** .756** .740** .736** .770** .705**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.06 0.002 0 0 0 0 0 0 0 0 0 0.28 0.339 0.001 0 0 0 0 0 0 0.004 0 0 0 0.126 0 0.035 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0 0
N 479 480 480 479 481 478 480 480 479 481 479 481 480 479 476 480 478 479 477 479 478 477 477 479 476 479 479 475 477 476 477 476 477 479 479 481 480 476 477 479 478 476 480 481 481 481 478 479 480 477 462 460 465 480 479 481 477 473 481 481 465 479 479 479 473 478 477 481 479 478
Correlation 
Coefficient .332** .349** .329** .302** .385** .233** .356** .316** .300** .310** .335** .325** .278** .205** .234** .092* .202** .335** .205** .330** .230** .323** .314** .322** .263** .431** .183** 0.007 -0.084 .258** .287** .224** .328** .388** .233** .199** .274** -.145** .422** -.118* .232** .147** .325** .427** .443** .225** .193** .291** .558** .615** -.318** .395** .643** .591** .573** .580** .689** .656** .590** .652** 1 .660** .600** .595** .541** .539** .573** .591** .577** .493**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.048 0 0 0 0 0 0 0 0 0 0 0 0.882 0.07 0 0 0 0 0 0 0 0 0.002 0 0.011 0 0.002 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0 0 0 0 0
N 464 465 465 464 466 463 465 465 466 466 464 466 465 464 463 465 463 464 462 464 463 463 463 464 463 464 464 462 462 461 462 462 463 464 465 466 466 462 463 464 464 463 465 466 466 466 463 464 465 464 458 457 461 466 466 466 463 464 466 465 466 466 466 465 462 466 464 466 465 463
Correlation 
Coefficient .281** .376** .323** .296** .380** .211** .374** .334** .266** .297** .314** .241** .248** .217** .175** 0.051 .141** .309** .199** .377** .227** .377** .297** .281** .239** .362** 0.079 -0.007 -.166** .300** .328** .266** .334** .376** .200** .124** .247** -.161** .263** -0.078 .197** 0.08 .262** .425** .488** .181** .163** .219** .735** .627** -.374** .351** .582** .783** .761** .753** .691** .696** .774** .762** .660** 1 .812** .725** .727** .698** .716** .776** .758** .588**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 261 0 002 0 0 0 0 0 0 0 0 0 0 082 0 875 0 0 0 0 0 0 0 0 006 0 0 0 0 09 0 0 082 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 479 480 480 479 481 478 480 480 479 481 479 481 480 479 476 480 478 479 477 479 478 477 477 479 476 479 479 475 477 476 477 476 477 479 479 481 480 475 476 479 477 475 480 481 481 481 477 479 480 477 463 460 467 480 479 481 476 473 481 479 466 481 479 478 473 478 476 481 479 477
Correlation 
Coefficient .272** .344** .298** .262** .372** .201** .340** .323** .271** .309** .331** .253** .252** .196** .220** 0.032 .177** .360** .246** .373** .238** .362** .342** .323** .235** .379** .093* -0.041 -.154** .302** .315** .234** .306** .385** .223** .151** .281** -.153** .268** -.093* .204** .115* .295** .444** .513** .211** .180** .239** .728** .599** -.311** .351** .553** .757** .687** .759** .643** .620** .771** .693** .600** .812** 1 .710** .645** .671** .695** .816** .790** .541**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.478 0 0 0 0 0 0 0 0 0 0 0.041 0.366 0.001 0 0 0 0 0 0 0.001 0 0.001 0 0.042 0 0.012 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0 0 0
N 480 481 481 480 482 479 481 481 481 482 480 482 481 480 478 481 479 480 478 480 479 478 478 480 478 480 480 477 478 477 478 477 479 480 480 482 481 476 477 480 478 476 481 482 482 482 478 480 481 478 463 460 467 480 480 481 477 474 481 479 466 479 482 480 474 480 477 482 480 478
Correlation 
Coefficient .329** .411** .318** .312** .395** .200** .411** .377** .264** .315** .324** .260** .291** .260** .219** 0.054 .172** .357** .269** .409** .231** .377** .360** .251** .297** .372** 0.07 0.002 -.183** .341** .337** .269** .326** .403** .226** .120** .255** -.156** .207** -0.071 .173** 0.088 .257** .457** .498** .159** .170** .237** .659** .603** -.359** .326** .556** .624** .616** .610** .660** .644** .722** .722** .595** .725** .710** 1 .752** .730** .685** .724** .744** .574**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.234 0 0 0 0 0 0 0 0 0 0 0.126 0.968 0 0 0 0 0 0 0 0.009 0 0.001 0 0.119 0 0.054 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0 0
N 479 480 480 479 481 478 480 480 479 481 479 481 480 479 476 480 478 479 477 479 478 477 477 479 476 479 479 475 477 476 477 476 477 479 479 481 480 476 477 479 478 476 480 481 481 481 478 479 481 477 462 460 466 479 479 480 477 473 480 479 465 478 480 481 474 479 478 481 480 479
Correlation 
Coefficient .280** .381** .333** .310** .346** .182** .366** .319** .215** .274** .272** .219** .235** .244** .149** 0.055 .144** .309** .235** .370** .225** .329** .277** .254** .260** .331** 0.07 0.047 -.103* .268** .330** .233** .276** .377** .216** 0.082 .213** -.186** .232** -.094* .160** .146** .235** .392** .448** .105* .166** .183** .699** .598** -.347** .405** .553** .653** .650** .655** .638** .623** .714** .715** .541** .727** .645** .752** 1 .763** .740** .707** .735** .570**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 001 0 228 0 002 0 0 0 0 0 0 0 0 0 0 127 0 314 0 025 0 0 0 0 0 0 0 074 0 0 0 0 041 0 0 002 0 0 0 0.022 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0 0
N 474 474 475 474 475 473 474 474 473 475 474 475 474 473 470 474 472 473 471 473 472 471 471 473 470 473 473 469 471 470 471 470 471 473 473 475 474 469 471 473 471 469 474 475 475 475 471 473 475 472 461 457 463 474 474 475 471 467 475 473 462 473 474 474 475 475 474 475 475 472
Correlation 
Coefficient .317** .369** .323** .324** .366** .245** .362** .312** .240** .295** .315** .236** .269** .266** .182** 0.07 .153** .319** .271** .362** .223** .329** .281** .250** .244** .332** 0.062 0.003 -.141** .321** .329** .267** .303** .401** .238** .124** .268** -.107* .205** -.094* .202** 0.085 .252** .418** .458** .149** .133** .207** .667** .605** -.306** .315** .558** .638** .613** .602** .569** .589** .808** .756** .539** .698** .671** .730** .763** 1 .737** .728** .768** .603**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.123 0.001 0 0 0 0 0 0 0 0 0 0.177 0.946 0.002 0 0 0 0 0 0 0.006 0 0.02 0 0.04 0 0.066 0 0 0 0.001 0.004 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 . 0 0 0 0
N 479 480 480 479 481 478 480 480 479 481 479 481 480 479 476 480 478 479 477 479 478 477 477 479 476 479 479 475 477 476 477 476 477 479 479 481 480 475 476 479 477 475 480 481 481 481 477 479 480 476 462 459 465 479 479 480 475 472 480 478 466 478 480 479 475 481 477 481 480 477
Correlation 
Coefficient .281** .376** .340** .294** .380** .183** .369** .296** .286** .280** .293** .260** .200** .231** .159** 0.004 .115* .313** .235** .362** .248** .275** .257** .258** .242** .307** .092* 0.002 -0.086 .265** .308** .269** .297** .391** .256** .116* .268** -.211** .211** -.102* .230** .126** .277** .389** .509** .155** .153** .212** .689** .586** -.313** .358** .536** .695** .707** .704** .629** .629** .709** .740** .573** .716** .695** .685** .740** .737** 1 .749** .780** .586**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.001 0.929 0.012 0 0 0 0 0 0 0 0 0 0.046 0.97 0.062 0 0 0 0 0 0 0 011 0 0 0 0 026 0 0 006 0 0 0 0 001 0 001 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 477 477 478 477 478 476 477 477 476 478 477 478 477 476 473 477 475 476 474 476 475 474 474 476 473 476 476 472 474 473 474 473 474 476 476 478 477 473 475 476 475 473 477 478 478 478 475 476 478 475 462 459 464 477 477 478 475 471 478 477 464 476 477 478 474 477 478 478 478 476
Correlation 
Coefficient .303** .368** .348** .296** .386** .233** .355** .345** .287** .330** .334** .299** .218** .221** .206** -0.008 .175** .364** .233** .402** .249** .367** .324** .280** .237** .365** .090* -0.033 -.125** .302** .338** .233** .329** .388** .237** .157** .287** -.170** .191** -.115* .218** .095* .279** .418** .553** .227** .200** .267** .766** .627** -.336** .339** .588** .756** .732** .761** .650** .699** .785** .736** .591** .776** .816** .724** .707** .728** .749** 1 .868** .591**
Sig  (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 864 0 0 0 0 0 0 0 0 0 0 0 048 0 469 0 006 0 0 0 0 0 0 0 001 0 0 0 0 012 0 0 037 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0
N 482 483 483 482 484 481 483 483 482 484 482 484 483 482 479 483 481 482 480 482 481 480 480 482 479 482 482 478 480 479 480 479 480 482 482 484 483 478 479 482 480 478 483 484 484 484 480 482 483 479 463 460 467 482 481 483 478 474 483 481 466 481 482 481 475 481 478 484 482 480
Correlation 
Coefficient .320** .364** .329** .299** .390** .228** .368** .336** .280** .330** .345** .270** .246** .260** .199** 0.024 .170** .347** .228** .407** .249** .368** .337** .282** .274** .349** 0.083 -0.001 -.132** .338** .344** .265** .346** .394** .245** .137** .282** -.170** .211** -0.087 .187** .104* .277** .431** .629** .220** .205** .251** .755** .634** -.339** .350** .563** .720** .693** .711** .661** .646** .804** .770** .577** .758** .790** .744** .735** .768** .780** .868** 1 .630**
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0.599 0 0 0 0 0 0 0 0 0 0 0.071 0.978 0.004 0 0 0 0 0 0 0.003 0 0 0 0.055 0 0.023 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 . 0
N 480 481 481 480 482 479 481 481 480 482 480 482 481 480 477 481 479 480 478 480 479 478 478 480 477 480 480 476 478 477 478 477 478 480 480 482 481 476 477 480 478 476 481 482 482 482 478 480 482 478 463 460 466 480 479 481 477 472 481 479 465 479 480 480 475 480 478 482 482 479
Correlation 
Coefficient .269** .273** .242** .267** .275** .209** .326** .235** .209** .233** .249** .190** .244** .202** .111* .098* 0.003 .231** .192** .291** .196** .226** .186** .275** .247** .274** -0.004 .122** -.095* .271** .262** .265** .273** .276** .136** 0.073 .154** -.114* .202** -0.054 .136** 0.086 .199** .333** .469** .108* .090* .131** .555** .506** -.226** .325** .487** .542** .612** .557** .601** .568** .599** .705** .493** .588** .541** .574** .570** .603** .586** .591** .630** 1
Sig. (2-tailed) 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 015 0 032 0 953 0 0 0 0 0 0 0 0 0 0 931 0 008 0 037 0 0 0 0 0 0 003 0 109 0 001 0 013 0 0 236 0 003 0 06 0 0 0 0.018 0.048 0.004 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 .
N 480 481 481 480 482 479 481 481 480 482 480 482 481 480 477 481 479 480 478 480 479 478 478 480 476 479 479 475 477 476 478 477 478 480 480 481 481 476 477 479 478 477 480 482 481 481 478 479 481 478 461 459 465 478 477 480 477 473 479 478 463 477 478 479 472 477 476 480 479 482
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R5
R6
M14
M15
M16
M17
R1
L22
L13
L14
L15
L16
L17
L8
L9
L10
L11
L12
L18
L19
L20
L21
R12
R13
R14
L1
L2
R7
R8
R9
R10
R11
L3
L4
L5
L6
L7
EE6
EE7
EE8
EE9
EE10
M3
M9
M10
M11
M12
M13
M4
M5
M6
M7
M8
R2
R3
R4
M14
M15
M16
M17
R1
R13
R14
EE1
EE2
EE3
EE4
EE5
EE16
EE17
M1
M2
EE11
EE12
EE13
EE14
EE15
R7
R8
R9
R10
R11
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
Spearman's 
rho
L18
L19
L20
L21
L22
L13
L14
L15
L16
L17
L8
L9
L10
L11
R5
R6
L12
L3
L4
L5
L6
L7
R12
L1
L2
 TABLE 17: CLASSIFICATIONS OF FLOW AND RELATIONSHIPS WITH 
MOTIVATION 
289 
relationships  
Correlation coefficient 
Very weak, 
negligible 
Weak, 
low 
Moderate Strong, 
high, 
marked 
Very strong, 
very high 
0.0 to 0.2 0.2 to 0.4 0.4 to 0.7 0.7 to 0.9 0.9 to 1.0 
Group 1 
Always in a 
state of flow 
81.31% (n =235) 18.69%  
(n = 54) 
0% (n = 1) 0% (n = 0) 
Group 2  
Very often in 
a state of flow 
94.80% (n = 274) 5.20%  
(n = 15) 
0% (n = 0)  0% (n = 0)  
Group 3 
Often or 
Sometimes in 
a state of flow 
90.31% (n = 261) 9.69%  
(n = 28) 
0% (n = 0)  0% (n = 0)  
Group 4 
Rarely, 
Almost Never 
or Never in a 
state of flow 
83.04% (n = 240) 16.96%  
(n = 49) 
0% (n = 0)  0% (n = 0)  
 
 Table 18: Classifications of flow and relationships with Resilience 
238 
relationships  
 
 
Correlation coefficient 
Very weak, 
negligible 
Weak, 
low 
Moderate Strong, high, 
marked 
Very 
strong, 
very high 
0.0 to 0.2 0.2 to 0.4 0.4 to 0.7 0.7 to 0.9 0.9 to 1.0 
Group 1 
Always in a 
state of flow 
81.09% (n =193) 18.91% 
(n = 45) 
0% (n = 0) 0% (n = 0) 
Group 2  
Very often in a 
state of flow 
95.38% (n = 227) 4.62%  
(n = 11) 
0% (n = 0) 0% (n = 0) 
Group 3 
Often or 
Sometimes in 
a state of flow 
97.90% (n = 233) 2.10%  
(n = 5) 
0% (n = 0)  0% (n = 0)  
Group 4 
Rarely, 
Almost Never 
or Never in a 
state of flow 
87.39% (n = 208) 12.19%  
(n = 29) 
0.42% (n = 1)  0% (n = 0)  
 
 TABLE 19: CLASSIFICATIONS OF FLOW AND RELATIONSHIPS WITH 
LEADERSHIP 
374 
relationships  
Correlation coefficient 
Very weak, 
negligible 
Weak, 
low 
Moderate Strong, 
high, 
marked 
Very 
strong, 
very high 
0.0 to 0.2 0.2 to 0.4 0.4 to 0.7 0.7 to 0.9 0.9 to 1.0 
Group 1 
Always in a 
state of flow 
99.73% (n = 373) 0.27%  
(n = 1) 
0% (n = 0) 0% (n = 0) 
Group 2  
Very often in a 
state of flow 
100% (n = 374) 0%  
(n = 0) 
0% (n = 0) 0% (n = 0) 
Group 3 
Often or 
Sometimes in a 
state of flow 
99.20% (n = 371) 0.80%  
(n = 3) 
0% (n = 0)  0% (n = 0)  
Group 4 
Rarely, Almost 
Never or 
Never in a state 
of flow 
81.28% (n = 304) 18.72%  
(n = 70) 
0% (n = 0)  0% (n = 0)  
 
TABLE 20: CORRELATION DATA FOR RESPONDENTS CATEGORISED AS ALWAYS BEING IN A STATE OF FLOW
Questionnaire 
Item 
Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation 1.000 .478** .597** .553** .268** .505** .506** .533** .303** .340** .186* .137 .134 .370** -.020 .259** .332** .316** .448** .440** .324** .324** .328** .240** .358** .162 -.025 .082 .173* .398** .218* .314** .502** .342** .373** .433** -.227** .297** -.080 .355** .346** .453** .565** .259** .331** .356** .247** .287** .233** -.131 .181* .173 .269** .201* .322** .306** .157 .234** .322** .263** .248** .199* .221* .212* .260** .240** .199* .281** .231**
Sig. (2-tailed) .000 .000 .000 .002 .000 .000 .000 .000 .000 .032 .115 .123 .000 .819 .003 .000 .000 .000 .000 .000 .000 .000 .006 .000 .064 .773 .351 .049 .000 .013 .000 .000 .000 .000 .000 .009 .001 .359 .000 .000 .000 .000 .003 .000 .000 .004 .001 .007 .146 .043 .053 .002 .022 .000 .000 .074 .007 .000 .003 .004 .022 .011 .015 .003 .006 .022 .001 .008
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .478** 1.000 .503** .607** .258** .697** .451** .424** .474** .408** .162 .242** .248** .344** -.097 .119 .376** .317** .614** .443** .294** .401** .329** .206* .336** .278** -.351** -.241** .314** .593** .335** .446** .581** .359** .367** .474** -.277** .390** -.178* .374** .193* .497** .568** .335** .411** .240** .223** .387** .216* -.093 .065 .201* .321** .289** .308** .298** .236** .234** .287** .263** .312** .290** .275** .278** .262** .317** .286** .250** .199*
Sig. (2-tailed) .000 .000 .000 .003 .000 .000 .000 .000 .000 .062 .005 .004 .000 .265 .173 .000 .000 .000 .000 .001 .000 .000 .018 .000 .001 .000 .005 .000 .000 .000 .000 .000 .000 .000 .000 .001 .000 .040 .000 .027 .000 .000 .000 .000 .006 .010 .000 .013 .305 .473 .025 .000 .001 .000 .001 .007 .007 .001 .003 .000 .001 .001 .001 .002 .000 .001 .004 .024
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation Responses to this item were used to obtain correlation data
Sig. (2-tailed)
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .597** .503** 1.000 .627** .312** .600** .557** .537** .355** .402** .256** .229** .234** .542** .054 .267** .360** .344** .490** .461** .329** .374** .416** .232** .433** .345** -.189* -.054 .235** .450** .194* .340** .534** .454** .428** .545** -.147 .407** -.277** .395** .323** .555** .567** .311** .413** .324** .310** .356** .300** -.131 .169 .266** .176* .187* .289** .351** .220* .266** .341** .315** .261** .258** .289** .296** .294** .250** .207* .217* .299**
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .003 .008 .007 .000 .539 .002 .000 .000 .000 .000 .000 .000 .000 .008 .000 .000 .031 .538 .007 .000 .027 .000 .000 .000 .000 .000 .095 .000 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .147 .060 .003 .044 .033 .001 .000 .012 .002 .000 .000 .003 .003 .001 .001 .001 .004 .017 .013 .001
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .553** .607** .627** 1.000 .274** .665** .561** .529** .459** .473** .231** .245** .225** .504** -.074 .324** .521** .459** .719** .458** .399** .360** .283** .262** .434** .397** -.272** -.127 .232** .564** .239** .430** .558** .473** .449** .552** -.227** .438** -.230** .469** .423** .538** .673** .411** .485** .332** .283** .412** .308** -.197* .217* .290** .304** .284** .422** .385** .262** .328** .345** .388** .370** .367** .328** .314** .287** .325** .264** .319** .231**
Sig. (2-tailed) .000 .000 .000 .001 .000 .000 .000 .000 .000 .007 .005 .009 .000 .398 .000 .000 .000 .000 .000 .000 .000 .001 .002 .000 .000 .002 .149 .008 .000 .006 .000 .000 .000 .000 .000 .009 .000 .008 .000 .000 .000 .000 .000 .000 .000 .001 .000 .000 .028 .015 .001 .000 .001 .000 .000 .003 .000 .000 .000 .000 .000 .000 .000 .001 .000 .002 .000 .008
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .268** .258** .312** .274** 1.000 .349** .242** .380** .302** .524** .363** .270** .496** .235** .249** .132 .331** .139 .227** .053 .115 .134 .202* .158 .222* .201* -.050 -.001 .088 .338** .207* .292** .254** .192* .242** .202* .037 .334** -.158 .347** .232** .307** .276** .145 .246** .341** .256** .110 .117 .034 .051 .146 .042 .060 .105 .168 .105 .046 .097 .087 .048 .128 -.014 -.019 .067 .034 .128 .073 .129
Sig. (2-tailed) .002 .003 .000 .001 .000 .005 .000 .000 .000 .000 .002 .000 .007 .004 .132 .000 .114 .009 .545 .193 .127 .021 .073 .011 .021 .571 .991 .320 .000 .019 .001 .003 .028 .005 .021 .677 .000 .070 .000 .008 .000 .001 .097 .004 .000 .003 .210 .187 .708 .573 .106 .633 .501 .234 .055 .237 .599 .272 .333 .585 .145 .877 .829 .447 .704 .145 .406 .145
N 132 132 132 132 132 132 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 130 130 131 130 131 131 130 130 130 130 129 130 132 131 132 131 130 131 132 131 130 132 132 132 132 131 132 131 130 124 124 124 130 130 131 130 129 131 131 127 130 131 130 129 131 130 131 130 129
Correlation .505** .697** .600** .665** .349** 1.000 .620** .569** .478** .517** .255** .374** .361** .407** .074 .189* .457** .300** .601** .391** .341** .349** .345** .291** .326** .240** -.224* -.186* .245** .620** .366** .440** .612** .320** .437** .425** -.080 .361** -.134 .340** .240** .463** .652** .357** .409** .348** .355** .357** .216* -.152 .130 .239** .285** .287** .322** .319** .272** .265** .315** .284** .308** .270** .351** .280** .276** .302** .263** .252** .266**
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .003 .000 .000 .000 .397 .029 .000 .000 .000 .000 .000 .000 .000 .001 .000 .006 .010 .034 .005 .000 .000 .000 .000 .000 .000 .000 .365 .000 .124 .000 .006 .000 .000 .000 .000 .000 .000 .000 .013 .092 .149 .007 .001 .001 .000 .000 .002 .002 .000 .001 .000 .002 .000 .001 .001 .000 .002 .004 .002
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .506** .451** .557** .561** .242** .620** 1.000 .580** .377** .435** .173* .304** .200* .419** -.069 .190* .335** .296** .560** .515** .338** .357** .334** .287** .331** .254** -.144 -.046 .298** .478** .366** .433** .573** .435** .423** .457** -.191* .366** -.248** .394** .281** .441** .519** .404** .390** .237** .179* .307** .214* -.295** .159 .237** .257** .227** .304** .316** .196* .250** .259** .283** .248** .275** .297** .244** .286** .239** .254** .289** .254**
Sig. (2-tailed) .000 .000 .000 .000 .005 .000 .000 .000 .000 .046 .000 .021 .000 .432 .029 .000 .001 .000 .000 .000 .000 .000 .001 .000 .003 .101 .603 .001 .000 .000 .000 .000 .000 .000 .000 .029 .000 .004 .000 .001 .000 .000 .000 .000 .006 .040 .000 .014 .001 .076 .008 .003 .009 .000 .000 .025 .004 .003 .001 .004 .001 .001 .005 .001 .006 .003 .001 .004
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .533** .424** .537** .529** .380** .569** .580** 1.000 .432** .478** .306** .252** .381** .427** .024 .246** .385** .214* .451** .323** .307** .324** .230** .243** .365** .275** -.201* .008 .110 .477** .333** .444** .514** .317** .379** .398** -.135 .267** -.152 .371** .165 .356** .539** .247** .384** .297** .234** .203* .196* -.098 .071 .228* .265** .225** .253** .356** .186* .177* .306** .236** .195* .218* .198* .134 .276** .193* .194* .240** .193*
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .003 .000 .000 .787 .004 .000 .014 .000 .000 .000 .000 .008 .005 .000 .001 .022 .926 .211 .000 .000 .000 .000 .000 .000 .000 .125 .002 .081 .000 .060 .000 .000 .004 .000 .001 .007 .020 .025 .278 .434 .011 .002 .010 .003 .000 .034 .042 .000 .007 .026 .012 .023 .130 .001 .027 .026 .006 .027
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .303** .474** .355** .459** .302** .478** .377** .432** 1.000 .455** .276** .240** .277** .466** .019 .199* .502** .306** .459** .411** .387** .358** .345** .194* .463** .368** -.254** -.091 .226** .464** .359** .422** .425** .272** .466** .386** -.111 .333** -.126 .275** .250** .382** .579** .121 .450** .331** .324** .116 .184* -.061 .135 .227* .112 .173* .134 .341** .173* .202* .263** .246** .141 .177* .165 .076 .141 .094 .175* .125 .070
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .001 .005 .001 .000 .832 .021 .000 .000 .000 .000 .000 .000 .000 .026 .000 .000 .003 .301 .010 .000 .000 .000 .000 .002 .000 .000 .207 .000 .148 .001 .004 .000 .000 .167 .000 .000 .000 .184 .035 .499 .132 .011 .203 .048 .125 .000 .049 .020 .002 .005 .108 .042 .060 .388 .108 .285 .045 .155 .430
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .340** .408** .402** .473** .524** .517** .435** .478** .455** 1.000 .466** .412** .600** .357** .253** .277** .473** .184* .424** .132 .165 .251** .130 .125 .220* .241** -.083 -.126 .129 .426** .243** .420** .429** .255** .328** .304** -.033 .340** -.102 .378** .171 .381** .469** .123 .332** .243** .373** .197* .146 -.081 .085 .155 .193* .144 .272** .240** .186* .178* .173* .237** .165 .250** .134 .057 .160 .138 .250** .166 .107
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .003 .001 .000 .034 .000 .133 .060 .004 .138 .156 .011 .005 .346 .152 .143 .000 .005 .000 .000 .003 .000 .000 .711 .000 .242 .000 .051 .000 .000 .157 .000 .005 .000 .024 .097 .369 .345 .085 .027 .100 .002 .006 .034 .042 .047 .007 .060 .004 .127 .516 .067 .115 .004 .058 .225
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .186* .162 .256** .231** .363** .255** .173* .306** .276** .466** 1.000 .242** .381** .309** .268** .372** .337** .132 .101 .105 .121 .196* .100 .145 .284** .214* -.072 -.094 -.143 .279** .177* .352** .245** .154 .206* .263** .029 .227** .065 .175* -.007 .301** .261** .172* .278** .336** .381** .221* .116 -.005 -.026 .160 .142 .085 .182* .187* .240** .092 .194* .192* .116 .106 .140 -.004 .053 .132 .223* .153 -.007
Sig. (2-tailed) .032 .062 .003 .007 .000 .003 .046 .000 .001 .000 .005 .000 .000 .002 .000 .000 .133 .251 .231 .169 .025 .253 .099 .001 .014 .412 .285 .103 .001 .044 .000 .004 .077 .017 .002 .744 .009 .460 .044 .939 .000 .002 .048 .001 .000 .000 .011 .185 .957 .778 .075 .106 .335 .036 .032 .006 .292 .025 .030 .186 .226 .110 .964 .547 .132 .010 .081 .940
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .137 .242** .229** .245** .270** .374** .304** .252** .240** .412** .242** 1.000 .506** .236** .298** .233** .292** .095 .337** .079 .213* .209* .254** .273** .206* -.015 .039 -.386** .264** .285** .100 .354** .426** .201* .154 .193* .131 .272** -.131 .116 .066 .130 .238** .298** .066 .148 .156 .236** .142 -.062 .099 .141 .125 .137 .243** .219* .202* .155 .164 .276** .211* .162 .265** .122 .133 .089 .110 .168 .193*
Sig. (2-tailed) .115 .005 .008 .005 .002 .000 .000 .003 .005 .000 .005 .000 .006 .000 .007 .001 .277 .000 .366 .014 .016 .003 .002 .018 .862 .659 .000 .002 .001 .259 .000 .000 .021 .078 .026 .136 .002 .132 .184 .453 .135 .006 .000 .448 .091 .073 .006 .106 .490 .271 .117 .154 .118 .005 .012 .021 .076 .060 .002 .015 .064 .002 .168 .129 .309 .210 .055 .028
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .134 .248** .234** .225** .496** .361** .200* .381** .277** .600** .381** .506** 1.000 .210* .361** .143 .341** -.017 .270** .012 .088 .077 .104 .099 .072 .074 -.083 -.155 .089 .366** .320** .398** .266** .104 .177* .220* .146 .223* .004 .178* .117 .145 .232** .043 .225** .195* .260** .064 .002 .105 -.014 .003 .024 .020 .127 .100 .057 .085 .031 -.007 .065 .091 .029 -.047 -.003 .004 .079 .045 -.071
Sig. (2-tailed) .123 .004 .007 .009 .000 .000 .021 .000 .001 .000 .000 .000 .015 .000 .100 .000 .845 .002 .894 .319 .381 .234 .261 .413 .400 .348 .077 .314 .000 .000 .000 .002 .237 .041 .011 .097 .010 .960 .042 .183 .095 .007 .620 .009 .025 .003 .463 .981 .242 .874 .970 .785 .820 .145 .255 .521 .330 .727 .937 .458 .299 .745 .598 .969 .961 .369 .607 .423
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .370** .344** .542** .504** .235** .407** .419** .427** .466** .357** .309** .236** .210* 1.000 .149 .462** .407** .240** .453** .324** .334** .210* .329** .284** .405** .239** -.063 -.122 .300** .375** .147 .330** .524** .509** .436** .456** -.105 .367** -.270** .379** .251** .505** .528** .280** .377** .243** .278** .234** .236** -.066 .237** .331** .224* .250** .191* .367** .314** .224** .292** .323** .275** .309** .257** .176* .196* .198* .214* .248** .163
Sig. (2-tailed) .000 .000 .000 .000 .007 .000 .000 .000 .000 .000 .000 .006 .015 .087 .000 .000 .006 .000 .000 .000 .016 .000 .001 .000 .006 .476 .165 .000 .000 .096 .000 .000 .000 .000 .000 .233 .000 .002 .000 .004 .000 .000 .001 .000 .005 .001 .007 .007 .463 .008 .000 .010 .004 .029 .000 .000 .010 .001 .000 .002 .000 .003 .045 .024 .023 .014 .004 .064
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation -.020 -.097 .054 -.074 .249** .074 -.069 .024 .019 .253** .268** .298** .361** .149 1.000 .122 .111 -.080 -.063 -.287** -.097 -.221* -.028 -.005 .093 -.202* .382** -.008 -.156 .059 -.002 .055 .003 -.066 -.087 -.106 .345** .117 .162 -.019 -.056 -.027 -.057 -.116 -.119 .015 -.030 -.111 -.100 .260** .020 -.044 -.106 -.061 -.102 -.067 .046 -.108 -.044 .027 -.101 -.178* -.163 -.128 -.106 -.164 -.088 -.142 .057
Sig. (2-tailed) .819 .265 .539 .398 .004 .397 .432 .787 .832 .003 .002 .000 .000 .087 .161 .206 .361 .473 .001 .271 .011 .749 .957 .288 .020 .000 .928 .074 .502 .978 .531 .977 .452 .319 .227 .000 .180 .062 .825 .527 .756 .512 .182 .173 .862 .735 .207 .255 .003 .826 .624 .230 .490 .243 .446 .603 .218 .614 .764 .250 .041 .063 .147 .226 .062 .314 .105 .517
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .259** .119 .267** .324** .132 .189* .190* .246** .199* .277** .372** .233** .143 .462** .122 1.000 .403** .213* .219* .099 .219* .134 .103 .173* .294** .174* -.093 -.183* .070 .208* .023 .280** .332** .340** .252** .336** -.083 .284** .004 .277** .154 .267** .296** .183* .233** .266** .426** .199* .203* -.078 .221* .200* .121 .131 .119 .204* .173* .129 .118 .289** .139 .135 .130 .123 .115 .095 .122 .151 -.102
Sig. (2-tailed) .003 .173 .002 .000 .132 .029 .029 .004 .021 .001 .000 .007 .100 .000 .161 .000 .014 .012 .258 .012 .126 .240 .048 .001 .046 .290 .037 .430 .017 .792 .001 .000 .000 .003 .000 .346 .001 .961 .001 .079 .002 .001 .035 .007 .002 .000 .022 .020 .389 .013 .025 .169 .135 .174 .019 .049 .139 .178 .001 .113 .124 .139 .162 .190 .279 .163 .084 .249
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17 M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17 R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14 L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation .332** .376** .360** .521** .331** .457** .335** .385** .502** .473** .337** .292** .341** .407** .111 .403** 1.000 .342** .464** .274** .385** .333** .370** .168 .350** .285** -.222* -.088 .160 .551** .446** .550** .459** .321** .435** .323** -.168 .433** -.179* .344** .306** .408** .492** .207* .377** .297** .463** .259** .218* -.141 .195* .248** .142 .192* .239** .367** .241** .202* .269** .244** .143 .223* .210* .122 .160 .181* .191* .212* .088
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .001 .000 .000 .206 .000 .000 .000 .002 .000 .000 .000 .055 .000 .001 .011 .316 .068 .000 .000 .000 .000 .000 .000 .000 .055 .000 .040 .000 .000 .000 .000 .017 .000 .001 .000 .003 .013 .119 .030 .005 .108 .029 .006 .000 .006 .021 .002 .006 .105 .011 .016 .168 .069 .039 .029 .016 .322
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 132 131 132 131 131 131 132 131 130 132 132 132 132 131 132 131 130 124 124 124 130 130 131 130 129 131 131 127 130 131 130 129 131 130 131 130 129
Correlation .316** .317** .344** .459** .139 .300** .296** .214* .306** .184* .132 .095 -.017 .240** -.080 .213* .342** 1.000 .423** .416** .328** .310** .355** .103 .347** .231** -.096 -.029 .185* .298** .250** .252** .410** .381** .427** .333** -.187* .340** -.172* .323** .368** .444** .474** .212* .236** .361** .144 .285** .256** -.202* .265** .195* .166 .203* .251** .208* .179* .167 .231** .139 .238** .266** .217* .228** .201* .179* .163 .213* .113
Sig. (2-tailed) .000 .000 .000 .000 .114 .000 .001 .014 .000 .034 .133 .277 .845 .006 .361 .014 .000 .000 .000 .000 .000 .000 .243 .000 .008 .277 .744 .034 .001 .004 .004 .000 .000 .000 .000 .032 .000 .048 .000 .000 .000 .000 .015 .006 .000 .099 .001 .003 .024 .003 .030 .060 .021 .004 .017 .042 .057 .008 .118 .006 .002 .013 .009 .022 .042 .062 .015 .201
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 132 131 132 131 131 131 132 131 130 132 132 132 132 131 132 131 130 124 124 124 130 130 131 130 129 131 131 127 130 131 130 129 131 130 131 130 129
Correlation .448** .614** .490** .719** .227** .601** .560** .451** .459** .424** .101 .337** .270** .453** -.063 .219* .464** .423** 1.000 .512** .418** .376** .366** .256** .391** .316** -.266** -.142 .403** .549** .340** .535** .635** .486** .389** .484** -.133 .347** -.258** .348** .308** .472** .601** .397** .418** .321** .282** .426** .377** -.288** .205* .317** .362** .356** .374** .388** .332** .364** .398** .314** .424** .399** .377** .383** .380** .369** .359** .386** .243**
Sig. (2-tailed) .000 .000 .000 .000 .009 .000 .000 .000 .000 .000 .251 .000 .002 .000 .473 .012 .000 .000 .000 .000 .000 .000 .003 .000 .000 .002 .105 .000 .000 .000 .000 .000 .000 .000 .000 .130 .000 .003 .000 .000 .000 .000 .000 .000 .000 .001 .000 .000 .001 .022 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .006
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 132 131 132 131 131 131 132 131 130 132 132 132 132 131 132 131 130 124 124 124 130 130 131 130 129 131 131 127 130 131 130 129 131 130 131 130 129
Correlation .440** .443** .461** .458** .053 .391** .515** .323** .411** .132 .105 .079 .012 .324** -.287** .099 .274** .416** .512** 1.000 .500** .527** .515** .397** .420** .367** -.275** .121 .349** .271** .372** .346** .432** .320** .305** .383** -.351** .262** -.159 .249** .336** .435** .480** .383** .403** .316** .196* .327** .317** -.261** .232** .313** .317** .352** .311** .387** .314** .245** .357** .255** .334** .305** .334** .382** .274** .334** .306** .360** .263**
Sig. (2-tailed) .000 .000 .000 .000 .545 .000 .000 .000 .000 .133 .231 .366 .894 .000 .001 .258 .002 .000 .000 .000 .000 .000 .000 .000 .000 .001 .167 .000 .002 .000 .000 .000 .000 .000 .000 .000 .002 .069 .004 .000 .000 .000 .000 .000 .000 .024 .000 .000 .003 .010 .000 .000 .000 .000 .000 .000 .005 .000 .004 .000 .000 .000 .000 .002 .000 .000 .000 .003
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 132 131 132 131 131 131 132 131 130 132 132 132 132 131 132 131 130 124 124 124 130 130 131 130 129 131 131 127 130 131 130 129 131 130 131 130 129
Correlation .324** .294** .329** .399** .115 .341** .338** .307** .387** .165 .121 .213* .088 .334** -.097 .219* .385** .328** .418** .500** 1.000 .657** .376** .452** .397** .259** -.215* -.166 .274** .343** .235** .305** .379** .299** .259** .236** -.105 .258** -.154 .261** .271** .258** .498** .350** .354** .282** .227** .381** .331** -.162 .199* .300** .295** .337** .315** .356** .315** .381** .296** .337** .423** .362** .410** .330** .326** .274** .364** .348** .268**
Sig. (2-tailed) .000 .001 .000 .000 .193 .000 .000 .000 .000 .060 .169 .014 .319 .000 .271 .012 .000 .000 .000 .000 .000 .000 .000 .000 .003 .014 .059 .002 .000 .007 .000 .000 .001 .003 .007 .234 .003 .079 .003 .002 .003 .000 .000 .000 .001 .009 .000 .000 .072 .027 .001 .001 .000 .000 .000 .000 .000 .001 .000 .000 .000 .000 .000 .000 .002 .000 .000 .002
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 130 130 131 131 131 131 131 131 131 131 130 131 131 131 131 130 131 130 129 124 124 124 130 130 130 129 129 130 130 127 129 130 129 128 130 129 130 129 128
Correlation .324** .401** .374** .360** .134 .349** .357** .324** .358** .251** .196* .209* .077 .210* -.221* .134 .333** .310** .376** .527** .657** 1.000 .365** .491** .381** .157 -.200* -.162 .165 .265** .276** .361** .388** .231** .199* .184* -.196* .293** -.096 .291** .127 .244** .447** .332** .304** .234** .205* .305** .358** -.162 .185* .284** .226** .287** .288** .330** .290** .286** .330** .332** .300** .310** .409** .292** .346** .255** .341** .326** .245**
Sig. (2-tailed) .000 .000 .000 .000 .127 .000 .000 .000 .000 .004 .025 .016 .381 .016 .011 .126 .000 .000 .000 .000 .000 .000 .000 .000 .074 .023 .066 .060 .002 .001 .000 .000 .008 .023 .035 .025 .001 .276 .001 .148 .005 .000 .000 .000 .007 .019 .000 .000 .072 .040 .001 .010 .001 .001 .000 .001 .001 .000 .000 .001 .000 .000 .001 .000 .003 .000 .000 .005
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 130 130 131 131 131 131 131 131 131 131 130 131 131 131 131 130 131 130 129 124 124 124 130 130 130 129 129 130 130 127 129 130 129 128 130 129 130 129 128
Correlation .328** .329** .416** .283** .202* .345** .334** .230** .345** .130 .100 .254** .104 .329** -.028 .103 .370** .355** .366** .515** .376** .365** 1.000 .462** .399** .151 -.037 .026 .383** .279** .254** .205* .378** .337** .413** .326** -.180* .238** -.195* .389** .339** .441** .419** .256** .258** .285** .194* .196* .199* -.139 .207* .258** .109 .151 .171 .369** .193* .140 .269** .283** .182* .224* .225* .193* .111 .180* .146 .235** .167
Sig. (2-tailed) .000 .000 .000 .001 .021 .000 .000 .008 .000 .138 .253 .003 .234 .000 .749 .240 .000 .000 .000 .000 .000 .000 .000 .000 .085 .671 .766 .000 .001 .003 .019 .000 .000 .000 .000 .040 .006 .025 .000 .000 .000 .000 .003 .003 .001 .026 .025 .023 .122 .021 .004 .219 .086 .051 .000 .028 .110 .002 .001 .039 .010 .010 .029 .208 .041 .097 .007 .059
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 132 131 132 131 131 131 132 131 130 132 132 132 132 131 132 131 130 124 124 124 130 130 131 130 129 131 131 127 130 131 130 129 131 130 131 130 129
Correlation .240** .206* .232** .262** .158 .291** .287** .243** .194* .125 .145 .273** .099 .284** -.005 .173* .168 .103 .256** .397** .452** .491** .462** 1.000 .385** .203* .031 -.046 .286** .235** .174* .245** .330** .326** .191* .259** -.120 .267** -.099 .303** .150 .316** .359** .348** .247** .127 .066 .271** .352** -.054 .345** .380** .262** .275** .172 .435** .352** .227** .303** .450** .350** .261** .335** .275** .239** .251** .261** .300** .305**
Sig. (2-tailed) .006 .018 .008 .002 .073 .001 .001 .005 .026 .156 .099 .002 .261 .001 .957 .048 .055 .243 .003 .000 .000 .000 .000 .000 .020 .723 .602 .001 .007 .048 .005 .000 .000 .029 .003 .173 .002 .261 .000 .089 .000 .000 .000 .004 .150 .452 .002 .000 .551 .000 .000 .003 .002 .051 .000 .000 .009 .000 .000 .000 .003 .000 .002 .006 .004 .003 .001 .000
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 130 130 131 131 131 131 131 131 131 131 130 131 131 131 131 130 131 130 129 124 124 124 130 130 130 129 129 130 130 127 129 130 129 128 130 129 130 129 128
Correlation .358** .336** .433** .434** .222* .326** .331** .365** .463** .220* .284** .206* .072 .405** .093 .294** .350** .347** .391** .420** .397** .381** .399** .385** 1.000 .307** -.110 -.122 .224* .304** .195* .342** .475** .412** .364** .491** -.270** .517** -.223* .279** .315** .506** .504** .252** .386** .295** .179* .261** .387** -.148 .284** .414** .274** .301** .219* .371** .401** .255** .406** .415** .325** .260** .275** .291** .298** .214* .231** .242** .247**
Sig. (2-tailed) .000 .000 .000 .000 .011 .000 .000 .000 .000 .011 .001 .018 .413 .000 .288 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .210 .165 .010 .000 .026 .000 .000 .000 .000 .000 .002 .000 .010 .001 .000 .000 .000 .004 .000 .001 .040 .003 .000 .101 .001 .000 .002 .000 .012 .000 .000 .003 .000 .000 .000 .003 .002 .001 .001 .014 .008 .006 .005
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 132 131 132 131 131 131 132 131 130 132 132 132 132 131 132 131 130 124 124 124 130 130 131 130 129 131 131 127 130 131 130 129 131 130 131 130 129
Correlation .162 .278** .345** .397** .201* .240** .254** .275** .368** .241** .214* -.015 .074 .239** -.202* .174* .285** .231** .316** .367** .259** .157 .151 .203* .307** 1.000 -.358** .024 .082 .346** .244** .299** .307** .280** .322** .384** -.135 .337** -.209* .258** .244** .299** .325** .136 .576** .360** .291** .162 .168 -.161 .128 .265** .114 .066 .106 .148 .145 .125 .153 .235** .113 .108 .100 .106 .087 .142 .096 .084 .047
Sig. (2-tailed) .064 .001 .000 .000 .021 .006 .003 .001 .000 .005 .014 .862 .400 .006 .020 .046 .001 .008 .000 .000 .003 .074 .085 .020 .000 .000 .786 .350 .000 .005 .001 .000 .001 .000 .000 .125 .000 .016 .003 .005 .001 .000 .119 .000 .000 .001 .064 .057 .074 .158 .003 .195 .457 .226 .092 .101 .156 .081 .008 .201 .218 .259 .230 .321 .107 .275 .339 .601
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 132 131 132 131 131 131 132 131 130 132 132 132 132 131 132 131 130 124 124 124 130 130 131 130 129 131 131 127 130 131 130 129 131 130 131 130 129
Correlation -.025 -.351** -.189* -.272** -.050 -.224* -.144 -.201* -.254** -.083 -.072 .039 -.083 -.063 .382** -.093 -.222* -.096 -.266** -.275** -.215* -.200* -.037 .031 -.110 -.358** 1.000 .314** -.199* -.265** -.206* -.255** -.186* -.181* -.207* -.264** .266** -.179* .245** -.196* -.102 -.154 -.219* -.134 -.297** -.120 -.273** -.104 .025 .167 .166 .019 -.096 -.046 -.086 .008 -.006 -.182* -.094 .043 -.100 -.159 -.068 -.137 -.132 -.172 -.099 -.143 .043
Sig. (2-tailed) .773 .000 .031 .002 .571 .010 .101 .022 .003 .346 .412 .659 .348 .476 .000 .290 .011 .277 .002 .001 .014 .023 .671 .723 .210 .000 .000 .023 .002 .019 .003 .034 .040 .018 .002 .002 .041 .005 .025 .251 .079 .012 .126 .001 .174 .002 .238 .783 .065 .067 .837 .280 .602 .332 .932 .948 .039 .285 .631 .260 .071 .443 .124 .136 .051 .263 .107 .631
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 130 130 131 130 131 131 131 131 131 131 130 131 131 130 131 130 130 130 131 130 129 131 131 131 131 130 131 130 129 123 123 123 129 129 130 129 128 130 130 126 129 130 129 128 130 129 130 129 128
Correlation .082 -.241** -.054 -.127 -.001 -.186* -.046 .008 -.091 -.126 -.094 -.386** -.155 -.122 -.008 -.183* -.088 -.029 -.142 .121 -.166 -.162 .026 -.046 -.122 .024 .314** 1.000 -.329** -.308** -.008 -.249** -.269** -.029 -.009 -.017 -.011 -.113 .217* -.022 .027 .019 -.108 -.148 -.064 .002 -.047 -.118 .005 .063 .080 .044 -.068 -.032 -.052 .033 -.036 -.174* -.058 -.049 -.183* -.103 -.165 -.047 -.129 -.026 -.044 -.072 -.029
Sig. (2-tailed) .351 .005 .538 .149 .991 .034 .603 .926 .301 .152 .285 .000 .077 .165 .928 .037 .316 .744 .105 .167 .059 .066 .766 .602 .165 .786 .000 .000 .000 .924 .004 .002 .744 .914 .852 .906 .200 .013 .807 .763 .829 .218 .092 .465 .980 .596 .183 .959 .490 .378 .629 .442 .723 .556 .708 .690 .047 .509 .583 .038 .244 .062 .596 .144 .772 .620 .418 .748
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 130 130 131 130 131 131 131 131 131 131 130 131 131 130 131 130 130 130 131 130 129 131 131 131 131 130 131 130 129 123 123 123 129 129 130 129 128 130 130 126 129 130 129 128 130 129 130 129 128
Correlation .173* .314** .235** .232** .088 .245** .298** .110 .226** .129 -.143 .264** .089 .300** -.156 .070 .160 .185* .403** .349** .274** .165 .383** .286** .224* .082 -.199* -.329** 1.000 .280** .252** .326** .411** .339** .226** .279** -.135 .133 -.258** .247** .267** .336** .321** .299** .153 .125 .093 .301** .271** -.198* .268** .283** .300** .279** .204* .293** .157 .218* .256** .206* .309** .295** .324** .251** .278** .208* .223* .266** .271**
Sig. (2-tailed) .049 .000 .007 .008 .320 .005 .001 .211 .010 .143 .103 .002 .314 .000 .074 .430 .068 .034 .000 .000 .002 .060 .000 .001 .010 .350 .023 .000 .001 .004 .000 .000 .000 .010 .001 .124 .133 .003 .005 .002 .000 .000 .001 .082 .156 .292 .000 .002 .028 .003 .002 .001 .001 .020 .001 .076 .013 .003 .020 .000 .001 .000 .004 .001 .018 .011 .002 .002
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 130 130 131 130 131 131 131 131 131 131 130 131 131 130 131 130 130 130 131 130 129 131 131 131 131 130 131 130 129 123 123 123 129 129 130 129 128 130 130 126 129 130 129 128 130 129 130 129 128
Correlation .398** .593** .450** .564** .338** .620** .478** .477** .464** .426** .279** .285** .366** .375** .059 .208* .551** .298** .549** .271** .343** .265** .279** .235** .304** .346** -.265** -.308** .280** 1.000 .441** .584** .617** .307** .401** .362** -.027 .409** -.211* .306** .227** .401** .555** .195* .474** .261** .265** .269** .212* -.094 .095 .217* .247** .202* .265** .285** .218* .250** .301** .193* .283** .312** .216* .149 .201* .206* .224* .266** .175*
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .001 .001 .000 .000 .502 .017 .000 .001 .000 .002 .000 .002 .001 .007 .000 .000 .002 .000 .001 .000 .000 .000 .000 .000 .000 .757 .000 .015 .000 .010 .000 .000 .026 .000 .003 .002 .002 .016 .300 .297 .016 .005 .021 .002 .001 .013 .004 .001 .030 .001 .000 .014 .093 .022 .019 .010 .002 .048
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 130 130 131 130 131 131 131 131 131 131 130 131 131 130 131 130 130 130 131 130 129 131 131 131 131 130 131 130 129 123 123 123 129 129 130 129 128 130 130 126 129 130 129 128 130 129 130 129 128
Correlation .218* .335** .194* .239** .207* .366** .366** .333** .359** .243** .177* .100 .320** .147 -.002 .023 .446** .250** .340** .372** .235** .276** .254** .174* .195* .244** -.206* -.008 .252** .441** 1.000 .649** .363** .161 .294** .136 -.203* .297** .036 .236** .203* .285** .355** .159 .303** .323** .337** .166 .201* -.103 .106 .207* .118 .212* .108 .268** .155 .096 .236** .078 .138 .098 .097 .095 .100 .070 .055 .112 .135
Sig. (2-tailed) .013 .000 .027 .006 .019 .000 .000 .000 .000 .005 .044 .259 .000 .096 .978 .792 .000 .004 .000 .000 .007 .001 .003 .048 .026 .005 .019 .924 .004 .000 .000 .000 .068 .001 .122 .021 .001 .684 .007 .021 .001 .000 .070 .000 .000 .000 .060 .023 .257 .243 .021 .184 .016 .224 .002 .081 .277 .007 .383 .120 .267 .274 .290 .259 .432 .537 .208 .129
N 130 130 130 130 130 129 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 130 129 130 130 130 130 129 130 129 128 123 123 123 129 129 129 128 128 129 129 126 128 129 128 127 129 128 129 128 127
Correlation .314** .446** .340** .430** .292** .440** .433** .444** .422** .420** .352** .354** .398** .330** .055 .280** .550** .252** .535** .346** .305** .361** .205* .245** .342** .299** -.255** -.249** .326** .584** .649** 1.000 .585** .323** .329** .372** -.150 .378** -.125 .326** .188* .335** .441** .188* .361** .429** .413** .224* .192* -.097 .124 .158 .135 .137 .118 .187* .133 .112 .186* .084 .139 .132 .108 .062 .084 .062 .119 .162 .103
Sig. (2-tailed) .000 .000 .000 .000 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .531 .001 .000 .004 .000 .000 .000 .000 .019 .005 .000 .001 .003 .004 .000 .000 .000 .000 .000 .000 .000 .089 .000 .156 .000 .033 .000 .000 .032 .000 .000 .000 .010 .029 .287 .171 .082 .128 .123 .182 .034 .134 .205 .034 .348 .116 .134 .224 .484 .343 .484 .177 .067 .245
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 130 130 131 130 131 131 131 131 131 131 130 131 131 130 131 130 130 130 131 130 129 131 131 131 131 130 131 130 129 123 123 123 129 129 130 129 128 130 130 126 129 130 129 128 130 129 130 129 128
Correlation .502** .581** .534** .558** .254** .612** .573** .514** .425** .429** .245** .426** .266** .524** .003 .332** .459** .410** .635** .432** .379** .388** .378** .330** .475** .307** -.186* -.269** .411** .617** .363** .585** 1.000 .425** .430** .458** -.145 .447** -.190* .411** .356** .532** .665** .421** .408** .355** .339** .398** .400** -.219* .270** .380** .388** .363** .323** .416** .331** .317** .403** .392** .408** .381** .372** .324** .368** .320** .316** .349** .261**
Sig. (2-tailed) .000 .000 .000 .000 .003 .000 .000 .000 .000 .000 .004 .000 .002 .000 .977 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .034 .002 .000 .000 .000 .000 .000 .000 .000 .098 .000 .028 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .014 .002 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .003
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17 M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17 R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14 L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation .342** .359** .454** .473** .192* .320** .435** .317** .272** .255** .154 .201* .104 .509** -.066 .340** .321** .381** .486** .320** .299** .231** .337** .326** .412** .280** -.181* -.029 .339** .307** .161 .323** .425** 1.000 .634** .764** -.234** .476** -.461** .464** .327** .698** .504** .317** .320** .193* .128 .344** .282** -.197* .322** .264** .309** .262** .252** .330** .320** .274** .328** .281** .331** .353** .297** .265** .238** .260** .276** .308** .213*
Sig. (2-tailed) .000 .000 .000 .000 .028 .000 .000 .000 .002 .003 .077 .021 .237 .000 .452 .000 .000 .000 .000 .000 .001 .008 .000 .000 .000 .001 .040 .744 .000 .000 .068 .000 .000 .000 .000 .007 .000 .000 .000 .000 .000 .000 .000 .000 .027 .145 .000 .001 .027 .000 .003 .000 .002 .004 .000 .000 .002 .000 .001 .000 .000 .001 .002 .006 .003 .001 .000 .015
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 131 131 131 131 131 131 130 130 130 130 130 130 132 132 132 132 131 132 132 132 131 132 132 132 132 131 132 131 130 125 125 125 131 131 131 130 130 131 131 128 130 131 130 129 131 130 131 130 129
Correlation .373** .367** .428** .449** .242** .437** .423** .379** .466** .328** .206* .154 .177* .436** -.087 .252** .435** .427** .389** .305** .259** .199* .413** .191* .364** .322** -.207* -.009 .226** .401** .294** .329** .430** .634** 1.000 .653** -.165 .353** -.337** .442** .252** .575** .542** .144 .422** .296** .250** .175* .148 -.224* .176* .203* .188* .165 .202* .365** .209* .163 .270** .194* .188* .229** .186* .121 .132 .151 .161 .198* .086
Sig. (2-tailed) .000 .000 .000 .000 .005 .000 .000 .000 .000 .000 .017 .078 .041 .000 .319 .003 .000 .000 .000 .000 .003 .023 .000 .029 .000 .000 .018 .914 .010 .000 .001 .000 .000 .000 .000 .060 .000 .000 .000 .004 .000 .000 .097 .000 .001 .004 .045 .092 .012 .050 .023 .032 .059 .021 .000 .017 .061 .002 .029 .031 .008 .034 .169 .132 .085 .066 .023 .330
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .433** .474** .545** .552** .202* .425** .457** .398** .386** .304** .263** .193* .220* .456** -.106 .336** .323** .333** .484** .383** .236** .184* .326** .259** .491** .384** -.264** -.017 .279** .362** .136 .372** .458** .764** .653** 1.000 -.147 .468** -.316** .382** .338** .687** .595** .288** .457** .241** .188* .354** .274** -.175 .223* .270** .302** .208* .346** .319** .244** .290** .316** .267** .298** .344** .327** .299** .276** .322** .266** .315** .156
Sig. (2-tailed) .000 .000 .000 .000 .021 .000 .000 .000 .000 .000 .002 .026 .011 .000 .227 .000 .000 .000 .000 .000 .007 .035 .000 .003 .000 .000 .002 .852 .001 .000 .122 .000 .000 .000 .000 .094 .000 .000 .000 .000 .000 .000 .001 .000 .006 .031 .000 .002 .051 .012 .002 .000 .017 .000 .000 .005 .001 .000 .002 .001 .000 .000 .001 .001 .000 .002 .000 .077
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 131 131 131 131 131 131 130 130 130 130 130 130 132 132 132 132 131 132 132 132 131 132 132 132 132 131 132 131 130 125 125 125 131 131 131 130 130 131 131 128 130 131 130 129 131 130 131 130 129
Correlation -.227** -.277** -.147 -.227** .037 -.080 -.191* -.135 -.111 -.033 .029 .131 .146 -.105 .345** -.083 -.168 -.187* -.133 -.351** -.105 -.196* -.180* -.120 -.270** -.135 .266** -.011 -.135 -.027 -.203* -.150 -.145 -.234** -.165 -.147 1.000 -.115 .326** -.336** -.243** -.300** -.172* -.215* -.177* -.120 -.163 -.126 -.057 .282** -.131 -.093 -.100 -.211* -.115 -.198* -.113 -.037 -.171 -.122 -.043 -.142 -.049 -.116 -.075 -.140 -.116 -.109 -.039
Sig. (2-tailed) .009 .001 .095 .009 .677 .365 .029 .125 .207 .711 .744 .136 .097 .233 .000 .346 .055 .032 .130 .000 .234 .025 .040 .173 .002 .125 .002 .906 .124 .757 .021 .089 .098 .007 .060 .094 .192 .000 .000 .005 .001 .050 .013 .043 .174 .063 .152 .520 .001 .148 .305 .256 .016 .192 .025 .201 .679 .052 .172 .630 .108 .580 .192 .394 .114 .189 .219 .661
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 130 130 131 131 131 131 131 131 131 131 130 131 131 131 131 130 131 130 129 124 124 124 130 130 130 129 129 130 130 127 129 130 129 128 130 129 130 129 128
Correlation .297** .390** .407** .438** .334** .361** .366** .267** .333** .340** .227** .272** .223* .367** .117 .284** .433** .340** .347** .262** .258** .293** .238** .267** .517** .337** -.179* -.113 .133 .409** .297** .378** .447** .476** .353** .468** -.115 1.000 -.231** .376** .321** .456** .480** .291** .394** .224* .256** .242** .275** -.190* .198* .268** .147 .163 .189* .273** .257** .129 .206* .380** .233** .215* .167 .148 .143 .178* .071 .139 .106
Sig. (2-tailed) .001 .000 .000 .000 .000 .000 .000 .002 .000 .000 .009 .002 .010 .000 .180 .001 .000 .000 .000 .002 .003 .001 .006 .002 .000 .000 .041 .200 .133 .000 .001 .000 .000 .000 .000 .000 .192 .008 .000 .000 .000 .000 .001 .000 .010 .003 .005 .002 .034 .027 .002 .094 .062 .031 .002 .003 .141 .018 .000 .008 .014 .057 .095 .102 .042 .417 .114 .231
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 131 131 131 131 131 131 130 130 130 130 130 130 132 132 132 132 131 132 132 132 131 132 132 132 132 131 132 131 130 125 125 125 131 131 131 130 130 131 131 128 130 131 130 129 131 130 131 130 129
Correlation -.080 -.178* -.277** -.230** -.158 -.134 -.248** -.152 -.126 -.102 .065 -.131 .004 -.270** .162 .004 -.179* -.172* -.258** -.159 -.154 -.096 -.195* -.099 -.223* -.209* .245** .217* -.258** -.211* .036 -.125 -.190* -.461** -.337** -.316** .326** -.231** 1.000 -.331** -.194* -.392** -.216* -.240** -.206* .030 .002 -.139 -.141 .360** -.168 -.154 -.131 -.145 -.162 -.135 -.161 -.200* -.154 -.123 -.160 -.257** -.122 -.154 -.182* -.147 -.149 -.148 -.132
Sig. (2-tailed) .359 .040 .001 .008 .070 .124 .004 .081 .148 .242 .460 .132 .960 .002 .062 .961 .040 .048 .003 .069 .079 .276 .025 .261 .010 .016 .005 .013 .003 .015 .684 .156 .028 .000 .000 .000 .000 .008 .000 .026 .000 .012 .005 .017 .732 .983 .111 .108 .000 .061 .086 .136 .098 .064 .125 .067 .022 .077 .166 .067 .003 .166 .081 .037 .094 .089 .091 .135
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .355** .374** .395** .469** .347** .340** .394** .371** .275** .378** .175* .116 .178* .379** -.019 .277** .344** .323** .348** .249** .261** .291** .389** .303** .279** .258** -.196* -.022 .247** .306** .236** .326** .411** .464** .442** .382** -.336** .376** -.331** 1.000 .378** .532** .391** .200* .278** .290** .305** .240** .315** -.243** .283** .266** .123 .142 .159 .229** .125 .068 .207* .241** .157 .193* .031 .127 .094 .185* .124 .098 .087
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .001 .000 .044 .184 .042 .000 .825 .001 .000 .000 .000 .004 .003 .001 .000 .000 .001 .003 .025 .807 .005 .000 .007 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .022 .001 .001 .000 .006 .000 .006 .001 .003 .163 .105 .070 .009 .158 .439 .018 .006 .074 .027 .725 .150 .288 .035 .157 .267 .329
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 131 131 131 131 131 131 130 130 130 130 130 130 132 132 132 132 131 132 132 132 131 132 132 132 132 131 132 131 130 125 125 125 131 131 131 130 130 131 131 128 130 131 130 129 131 130 131 130 129
Correlation .346** .193* .323** .423** .232** .240** .281** .165 .250** .171 -.007 .066 .117 .251** -.056 .154 .306** .368** .308** .336** .271** .127 .339** .150 .315** .244** -.102 .027 .267** .227** .203* .188* .356** .327** .252** .338** -.243** .321** -.194* .378** 1.000 .432** .473** .313** .348** .233** .151 .192* .260** -.213* .530** .252** .144 .211* .301** .282** .123 .186* .247** .268** .224* .275** .135 .281** .165 .244** .141 .249** .162
Sig. (2-tailed) .000 .027 .000 .000 .008 .006 .001 .060 .004 .051 .939 .453 .183 .004 .527 .079 .000 .000 .000 .000 .002 .148 .000 .089 .000 .005 .251 .763 .002 .010 .021 .033 .000 .000 .004 .000 .005 .000 .026 .000 .000 .000 .000 .000 .008 .085 .028 .003 .017 .000 .005 .101 .016 .001 .001 .165 .034 .005 .002 .011 .002 .127 .001 .061 .005 .111 .004 .067
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 130 130 130 130 130 130 129 129 129 129 129 129 131 131 131 131 130 131 131 131 131 131 131 131 131 130 131 130 129 125 125 125 130 130 130 129 129 130 130 128 129 130 129 128 130 129 130 129 128
Correlation .453** .497** .555** .538** .307** .463** .441** .356** .382** .381** .301** .130 .145 .505** -.027 .267** .408** .444** .472** .435** .258** .244** .441** .316** .506** .299** -.154 .019 .336** .401** .285** .335** .532** .698** .575** .687** -.300** .456** -.392** .532** .432** 1.000 .675** .362** .344** .301** .282** .432** .387** -.302** .400** .450** .373** .359** .387** .458** .396** .267** .439** .388** .382** .403** .281** .315** .276** .346** .353** .335** .277**
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .135 .095 .000 .756 .002 .000 .000 .000 .000 .003 .005 .000 .000 .000 .001 .079 .829 .000 .000 .001 .000 .000 .000 .000 .000 .001 .000 .000 .000 .000 .000 .000 .000 .000 .001 .000 .000 .001 .000 .000 .000 .000 .000 .000 .000 .002 .000 .000 .000 .000 .001 .000 .001 .000 .000 .000 .001
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .565** .568** .567** .673** .276** .652** .519** .539** .579** .469** .261** .238** .232** .528** -.057 .296** .492** .474** .601** .480** .498** .447** .419** .359** .504** .325** -.219* -.108 .321** .555** .355** .441** .665** .504** .542** .595** -.172* .480** -.216* .391** .473** .675** 1.000 .435** .568** .403** .334** .360** .354** -.249** .291** .377** .396** .352** .400** .476** .352** .406** .464** .449** .421** .442** .421** .324** .397** .332** .330** .380** .276**
Sig. (2-tailed) .000 .000 .000 .000 .001 .000 .000 .000 .000 .000 .002 .006 .007 .000 .512 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .012 .218 .000 .000 .000 .000 .000 .000 .000 .000 .050 .000 .012 .000 .000 .000 .000 .000 .000 .000 .000 .000 .005 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .001
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .259** .335** .311** .411** .145 .357** .404** .247** .121 .123 .172* .298** .043 .280** -.116 .183* .207* .212* .397** .383** .350** .332** .256** .348** .252** .136 -.134 -.148 .299** .195* .159 .188* .421** .317** .144 .288** -.215* .291** -.240** .200* .313** .362** .435** 1.000 .408** .251** .148 .610** .394** -.270** .234** .364** .514** .488** .499** .476** .464** .347** .419** .468** .474** .499** .466** .430** .340** .472** .435** .498** .409**
Sig. (2-tailed) .003 .000 .000 .000 .097 .000 .000 .004 .167 .157 .048 .000 .620 .001 .182 .035 .017 .015 .000 .000 .000 .000 .003 .000 .004 .119 .126 .092 .001 .026 .070 .032 .000 .000 .097 .001 .013 .001 .005 .022 .000 .000 .000 .000 .004 .089 .000 .000 .002 .009 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .331** .411** .413** .485** .246** .409** .390** .384** .450** .332** .278** .066 .225** .377** -.119 .233** .377** .236** .418** .403** .354** .304** .258** .247** .386** .576** -.297** -.064 .153 .474** .303** .361** .408** .320** .422** .457** -.177* .394** -.206* .278** .348** .344** .568** .408** 1.000 .420** .347** .217* .179* -.109 .026 .230** .199* .162 .195* .283** .197* .214* .268** .208* .203* .261** .157 .109 .156 .145 .204* .236** .132
Sig. (2-tailed) .000 .000 .000 .000 .004 .000 .000 .000 .000 .000 .001 .448 .009 .000 .173 .007 .000 .006 .000 .000 .000 .000 .003 .004 .000 .000 .001 .465 .082 .000 .000 .000 .000 .000 .000 .000 .043 .000 .017 .001 .000 .000 .000 .000 .000 .000 .013 .041 .227 .770 .010 .023 .065 .025 .001 .025 .014 .002 .018 .020 .003 .073 .215 .074 .098 .019 .007 .136
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .356** .240** .324** .332** .341** .348** .237** .297** .331** .243** .336** .148 .195* .243** .015 .266** .297** .361** .321** .316** .282** .234** .285** .127 .295** .360** -.120 .002 .125 .261** .323** .429** .355** .193* .296** .241** -.120 .224* .030 .290** .233** .301** .403** .251** .420** 1.000 .493** .187* .198* -.257** .117 .207* .139 .123 .082 .144 .114 .046 .163 .049 .079 .092 .049 .025 .046 .034 .112 .089 .047
Sig. (2-tailed) .000 .006 .000 .000 .000 .000 .006 .001 .000 .005 .000 .091 .025 .005 .862 .002 .001 .000 .000 .000 .001 .007 .001 .150 .001 .000 .174 .980 .156 .003 .000 .000 .000 .027 .001 .006 .174 .010 .732 .001 .008 .000 .000 .004 .000 .000 .032 .024 .004 .196 .021 .113 .163 .352 .101 .197 .602 .062 .586 .368 .293 .577 .776 .599 .697 .200 .314 .599
N 132 132 132 132 b 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 130 130 131 130 131 131 130 130 130 130 129 130 132 131 132 131 130 131 132 131 130 132 132 132 132 132 132 131 131 125 124 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .247** .223** .310** .283** .256** .355** .179* .234** .324** .373** .381** .156 .260** .278** -.030 .426** .463** .144 .282** .196* .227** .205* .194* .066 .179* .291** -.273** -.047 .093 .265** .337** .413** .339** .128 .250** .188* -.163 .256** .002 .305** .151 .282** .334** .148 .347** .493** 1.000 .206* .148 -.278** .011 .189* .094 .115 .092 .168 .132 .105 .154 .119 .042 .083 .126 .072 .136 .095 .121 .102 -.052
Sig. (2-tailed) .004 .010 .000 .001 .003 .000 .040 .007 .000 .000 .000 .073 .003 .001 .735 .000 .000 .099 .001 .024 .009 .019 .026 .452 .040 .001 .002 .596 .292 .002 .000 .000 .000 .145 .004 .031 .063 .003 .983 .000 .085 .001 .000 .089 .000 .000 .018 .092 .002 .904 .035 .287 .191 .292 .055 .134 .229 .077 .179 .635 .343 .152 .416 .119 .279 .169 .244 .559
N 133 133 133 133 133 132 133 133 133 133 133 133 133 133 133 133 133 132 132 132 132 131 131 132 131 132 132 131 131 131 131 130 131 133 132 133 132 131 132 133 132 131 133 133 133 133 132 133 132 131 125 125 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17 M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17 R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14 L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation .287** .387** .356** .412** .110 .357** .307** .203* .116 .197* .221* .236** .064 .234** -.111 .199* .259** .285** .426** .327** .381** .305** .196* .271** .261** .162 -.104 -.118 .301** .269** .166 .224* .398** .344** .175* .354** -.126 .242** -.139 .240** .192* .432** .360** .610** .217* .187* .206* 1.000 .684** -.333** .400** .561** .755** .703** .720** .626** .669** .665** .669** .595** .730** .694** .656** .665** .598** .727** .714** .645** .515**
Sig. (2-tailed) .001 .000 .000 .000 .210 .000 .000 .020 .184 .024 .011 .006 .463 .007 .207 .022 .003 .001 .000 .000 .000 .000 .025 .002 .003 .064 .238 .183 .000 .002 .060 .010 .000 .000 .045 .000 .152 .005 .111 .006 .028 .000 .000 .000 .013 .032 .018 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 130 130 131 130 131 131 130 130 130 130 129 130 132 131 132 131 130 131 132 131 130 132 132 132 132 131 132 132 131 125 125 125 130 130 131 131 129 131 131 127 130 131 131 130 131 131 131 131 130
Correlation .233** .216* .300** .308** .117 .216* .214* .196* .184* .146 .116 .142 .002 .236** -.100 .203* .218* .256** .377** .317** .331** .358** .199* .352** .387** .168 .025 .005 .271** .212* .201* .192* .400** .282** .148 .274** -.057 .275** -.141 .315** .260** .387** .354** .394** .179* .198* .148 .684** 1.000 -.396** .611** .824** .546** .633** .510** .664** .649** .538** .691** .633** .580** .580** .587** .638** .617** .608** .572** .579** .514**
Sig. (2-tailed) .007 .013 .000 .000 .187 .013 .014 .025 .035 .097 .185 .106 .981 .007 .255 .020 .013 .003 .000 .000 .000 .000 .023 .000 .000 .057 .783 .959 .002 .016 .023 .029 .000 .001 .092 .002 .520 .002 .108 .000 .003 .000 .000 .000 .041 .024 .092 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 129 129 130 129 130 130 129 129 129 129 128 129 131 130 131 130 129 130 131 130 129 131 131 131 131 131 131 131 131 125 124 125 130 130 131 131 129 131 131 127 130 131 131 130 131 131 131 131 130
Correlation -.131 -.093 -.131 -.197* .034 -.152 -.295** -.098 -.061 -.081 -.005 -.062 .105 -.066 .260** -.078 -.141 -.202* -.288** -.261** -.162 -.162 -.139 -.054 -.148 -.161 .167 .063 -.198* -.094 -.103 -.097 -.219* -.197* -.224* -.175 .282** -.190* .360** -.243** -.213* -.302** -.249** -.270** -.109 -.257** -.278** -.333** -.396** 1.000 -.358** -.442** -.324** -.358** -.317** -.378** -.247** -.308** -.407** -.355** -.388** -.393** -.343** -.434** -.431** -.395** -.309** -.412** -.184*
Sig. (2-tailed) .146 .305 .147 .028 .708 .092 .001 .278 .499 .369 .957 .490 .242 .463 .003 .389 .119 .024 .001 .003 .072 .072 .122 .551 .101 .074 .065 .490 .028 .300 .257 .287 .014 .027 .012 .051 .001 .034 .000 .006 .017 .001 .005 .002 .227 .004 .002 .000 .000 .000 .000 .000 .000 .000 .000 .006 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .040
N 125 125 125 125 125 124 125 125 125 125 125 125 125 125 125 125 125 124 124 124 124 124 124 124 124 124 124 123 123 123 123 123 123 125 125 125 125 124 125 125 125 125 125 125 125 125 125 125 125 125 125 124 125 125 125 125 125 125 125 125 125 125 125 125 125 125 125 125 125 124
Correlation .181* .065 .169 .217* .051 .130 .159 .071 .135 .085 -.026 .099 -.014 .237** .020 .221* .195* .265** .205* .232** .199* .185* .207* .345** .284** .128 .166 .080 .268** .095 .106 .124 .270** .322** .176* .223* -.131 .198* -.168 .283** .530** .400** .291** .234** .026 .117 .011 .400** .611** -.358** 1.000 .642** .371** .504** .398** .524** .457** .344** .496** .513** .440** .447** .381** .444** .350** .379** .402** .409** .388**
Sig. (2-tailed) .043 .473 .060 .015 .573 .149 .076 .434 .132 .345 .778 .271 .874 .008 .826 .013 .030 .003 .022 .010 .027 .040 .021 .000 .001 .158 .067 .378 .003 .297 .243 .171 .002 .000 .050 .012 .148 .027 .061 .001 .000 .000 .001 .009 .770 .196 .904 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 125 125 125 125 125 124 125 125 125 125 125 125 125 125 125 125 125 124 124 124 124 124 124 124 124 124 124 123 123 123 123 123 123 125 125 125 125 124 125 125 125 125 125 125 125 125 124 125 125 124 124 125 124 124 124 124 124 124 124 124 124 124 124 124 124 124 124 124 124 123
Correlation .173 .201* .266** .290** .146 .239** .237** .228* .227* .155 .160 .141 .003 .331** -.044 .200* .248** .195* .317** .313** .300** .284** .258** .380** .414** .265** .019 .044 .283** .217* .207* .158 .380** .264** .203* .270** -.093 .268** -.154 .266** .252** .450** .377** .364** .230** .207* .189* .561** .824** -.442** .642** 1.000 .519** .650** .545** .702** .701** .486** .668** .715** .606** .570** .586** .589** .585** .591** .618** .572** .558**
Sig. (2-tailed) .053 .025 .003 .001 .106 .007 .008 .011 .011 .085 .075 .117 .970 .000 .624 .025 .005 .030 .000 .000 .001 .001 .004 .000 .000 .003 .837 .629 .002 .016 .021 .082 .000 .003 .023 .002 .305 .002 .086 .003 .005 .000 .000 .000 .010 .021 .035 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 125 125 125 125 125 124 125 125 125 125 125 125 125 125 125 125 125 124 124 124 124 124 124 124 124 124 124 123 123 123 123 123 123 125 125 125 125 124 125 125 125 125 125 125 125 125 125 125 125 125 125 124 125 125 125 125 125 125 125 125 125 125 125 125 125 125 125 125 125 124
Correlation .269** .321** .176* .304** .042 .285** .257** .265** .112 .193* .142 .125 .024 .224* -.106 .121 .142 .166 .362** .317** .295** .226** .109 .262** .274** .114 -.096 -.068 .300** .247** .118 .135 .388** .309** .188* .302** -.100 .147 -.131 .123 .144 .373** .396** .514** .199* .139 .094 .755** .546** -.324** .371** .519** 1.000 .823** .721** .619** .699** .666** .691** .599** .780** .753** .625** .631** .636** .726** .768** .722** .548**
Sig. (2-tailed) .002 .000 .044 .000 .633 .001 .003 .002 .203 .027 .106 .154 .785 .010 .230 .169 .108 .060 .000 .000 .001 .010 .219 .003 .002 .195 .280 .442 .001 .005 .184 .128 .000 .000 .032 .000 .256 .094 .136 .163 .101 .000 .000 .000 .023 .113 .287 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 130 130 130 130 130 130 129 129 129 129 129 129 131 131 131 131 130 131 131 131 130 131 131 131 131 131 131 130 130 125 124 125 131 131 131 130 130 131 131 128 130 131 130 129 131 130 131 130 129
Correlation .201* .289** .187* .284** .060 .287** .227** .225** .173* .144 .085 .137 .020 .250** -.061 .131 .192* .203* .356** .352** .337** .287** .151 .275** .301** .066 -.046 -.032 .279** .202* .212* .137 .363** .262** .165 .208* -.211* .163 -.145 .142 .211* .359** .352** .488** .162 .123 .115 .703** .633** -.358** .504** .650** .823** 1.000 .726** .763** .828** .636** .797** .662** .790** .712** .680** .685** .635** .714** .738** .694** .642**
Sig. (2-tailed) .022 .001 .033 .001 .501 .001 .009 .010 .048 .100 .335 .118 .820 .004 .490 .135 .029 .021 .000 .000 .000 .001 .086 .002 .000 .457 .602 .723 .001 .021 .016 .123 .000 .002 .059 .017 .016 .062 .098 .105 .016 .000 .000 .000 .065 .163 .191 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 130 130 130 130 130 130 129 129 129 129 129 129 131 131 131 131 130 131 131 131 130 131 131 131 131 131 131 130 130 125 124 125 131 131 131 130 130 131 131 128 130 131 130 129 131 130 131 130 129
Correlation .322** .308** .289** .422** .105 .322** .304** .253** .134 .272** .182* .243** .127 .191* -.102 .119 .239** .251** .374** .311** .315** .288** .171 .172 .219* .106 -.086 -.052 .204* .265** .108 .118 .323** .252** .202* .346** -.115 .189* -.162 .159 .301** .387** .400** .499** .195* .082 .092 .720** .510** -.317** .398** .545** .721** .726** 1.000 .608** .701** .689** .688** .645** .727** .748** .669** .652** .620** .772** .739** .689** .557**
Sig. (2-tailed) .000 .000 .001 .000 .234 .000 .000 .003 .125 .002 .036 .005 .145 .029 .243 .174 .006 .004 .000 .000 .000 .001 .051 .051 .012 .226 .332 .556 .020 .002 .224 .182 .000 .004 .021 .000 .192 .031 .064 .070 .001 .000 .000 .000 .025 .352 .292 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 130 130 131 130 131 131 130 130 130 130 129 130 132 131 132 131 130 131 132 131 130 132 132 132 132 132 132 131 131 125 124 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .306** .298** .351** .385** .168 .319** .316** .356** .341** .240** .187* .219* .100 .367** -.067 .204* .367** .208* .388** .387** .356** .330** .369** .435** .371** .148 .008 .033 .293** .285** .268** .187* .416** .330** .365** .319** -.198* .273** -.135 .229** .282** .458** .476** .476** .283** .144 .168 .626** .664** -.378** .524** .702** .619** .763** .608** 1.000 .744** .567** .791** .769** .671** .644** .662** .572** .538** .596** .600** .654** .587**
Sig. (2-tailed) .000 .001 .000 .000 .055 .000 .000 .000 .000 .006 .032 .012 .255 .000 .446 .019 .000 .017 .000 .000 .000 .000 .000 .000 .000 .092 .932 .708 .001 .001 .002 .034 .000 .000 .000 .000 .025 .002 .125 .009 .001 .000 .000 .000 .001 .101 .055 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 129 129 130 129 130 130 129 129 129 129 128 129 131 130 131 130 129 130 131 130 129 131 131 131 131 131 131 131 131 125 124 125 130 130 131 131 129 131 131 127 130 131 131 130 131 131 131 131 130
Correlation .157 .236** .220* .262** .105 .272** .196* .186* .173* .186* .240** .202* .057 .314** .046 .173* .241** .179* .332** .314** .315** .290** .193* .352** .401** .145 -.006 -.036 .157 .218* .155 .133 .331** .320** .209* .244** -.113 .257** -.161 .125 .123 .396** .352** .464** .197* .114 .132 .669** .649** -.247** .457** .701** .699** .828** .701** .744** 1.000 .657** .788** .725** .743** .672** .701** .651** .602** .688** .732** .672** .643**
Sig. (2-tailed) .074 .007 .012 .003 .237 .002 .025 .034 .049 .034 .006 .021 .521 .000 .603 .049 .006 .042 .000 .000 .000 .001 .028 .000 .000 .101 .948 .690 .076 .013 .081 .134 .000 .000 .017 .005 .201 .003 .067 .158 .165 .000 .000 .000 .025 .197 .134 .000 .000 .006 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 130 130 130 130 130 129 130 130 130 130 130 130 130 130 130 130 130 129 129 129 129 129 129 129 129 129 129 128 128 128 128 128 128 130 130 130 130 129 130 130 130 129 130 130 130 130 130 130 129 129 125 124 125 130 130 130 129 130 130 130 128 130 130 129 128 130 129 130 129 128
Correlation .234** .234** .266** .328** .046 .265** .250** .177* .202* .178* .092 .155 .085 .224** -.108 .129 .202* .167 .364** .245** .381** .286** .140 .227** .255** .125 -.182* -.174* .218* .250** .096 .112 .317** .274** .163 .290** -.037 .129 -.200* .068 .186* .267** .406** .347** .214* .046 .105 .665** .538** -.308** .344** .486** .666** .636** .689** .567** .657** 1.000 .771** .611** .753** .763** .699** .719** .795** .682** .759** .742** .546**
Sig. (2-tailed) .007 .007 .002 .000 .599 .002 .004 .042 .020 .042 .292 .076 .330 .010 .218 .139 .021 .057 .000 .005 .000 .001 .110 .009 .003 .156 .039 .047 .013 .004 .277 .205 .000 .002 .061 .001 .679 .141 .022 .439 .034 .002 .000 .000 .014 .602 .229 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 130 130 131 130 131 131 130 130 130 130 129 130 132 131 132 131 130 131 132 131 130 132 132 132 132 132 132 131 131 125 124 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .322** .287** .341** .345** .097 .315** .259** .306** .263** .173* .194* .164 .031 .292** -.044 .118 .269** .231** .398** .357** .296** .330** .269** .303** .406** .153 -.094 -.058 .256** .301** .236** .186* .403** .328** .270** .316** -.171 .206* -.154 .207* .247** .439** .464** .419** .268** .163 .154 .669** .691** -.407** .496** .668** .691** .797** .688** .791** .788** .771** 1.000 .702** .754** .726** .727** .746** .755** .703** .708** .761** .690**
Sig. (2-tailed) .000 .001 .000 .000 .272 .000 .003 .000 .002 .047 .025 .060 .727 .001 .614 .178 .002 .008 .000 .000 .001 .000 .002 .000 .000 .081 .285 .509 .003 .001 .007 .034 .000 .000 .002 .000 .052 .018 .077 .018 .005 .000 .000 .000 .002 .062 .077 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 130 130 131 130 131 131 130 130 130 130 129 130 132 131 132 131 130 131 132 131 130 132 132 132 132 132 132 131 131 125 124 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .263** .263** .315** .388** .087 .284** .283** .236** .246** .237** .192* .276** -.007 .323** .027 .289** .244** .139 .314** .255** .337** .332** .283** .450** .415** .235** .043 -.049 .206* .193* .078 .084 .392** .281** .194* .267** -.122 .380** -.123 .241** .268** .388** .449** .468** .208* .049 .119 .595** .633** -.355** .513** .715** .599** .662** .645** .769** .725** .611** .702** 1.000 .720** .624** .642** .588** .589** .630** .579** .604** .588**
Sig. (2-tailed) .003 .003 .000 .000 .333 .001 .001 .007 .005 .007 .030 .002 .937 .000 .764 .001 .006 .118 .000 .004 .000 .000 .001 .000 .000 .008 .631 .583 .020 .030 .383 .348 .000 .001 .029 .002 .172 .000 .166 .006 .002 .000 .000 .000 .018 .586 .179 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 128 128 128 128 128 127 128 128 128 128 128 128 128 128 128 128 128 127 127 127 127 127 127 127 127 127 127 126 126 126 126 126 126 128 128 128 128 127 128 128 128 128 128 128 128 128 128 128 127 127 125 124 125 128 128 128 127 128 128 128 128 128 128 127 126 128 127 128 127 126
Correlation .248** .312** .261** .370** .048 .308** .248** .195* .141 .165 .116 .211* .065 .275** -.101 .139 .143 .238** .424** .334** .423** .300** .182* .350** .325** .113 -.100 -.183* .309** .283** .138 .139 .408** .331** .188* .298** -.043 .233** -.160 .157 .224* .382** .421** .474** .203* .079 .042 .730** .580** -.388** .440** .606** .780** .790** .727** .671** .743** .753** .754** .720** 1.000 .794** .677** .705** .667** .717** .720** .735** .571**
Sig. (2-tailed) .004 .000 .003 .000 .585 .000 .004 .026 .108 .060 .186 .015 .458 .002 .250 .113 .105 .006 .000 .000 .000 .001 .039 .000 .000 .201 .260 .038 .000 .001 .120 .116 .000 .000 .031 .001 .630 .008 .067 .074 .011 .000 .000 .000 .020 .368 .635 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 129 129 130 129 130 130 129 129 129 129 128 129 131 130 131 130 129 130 131 130 129 131 131 131 131 131 131 130 130 125 124 125 130 130 131 130 130 131 131 128 131 131 130 129 131 130 131 130 129
Correlation .199* .290** .258** .367** .128 .270** .275** .218* .177* .250** .106 .162 .091 .309** -.178* .135 .223* .266** .399** .305** .362** .310** .224* .261** .260** .108 -.159 -.103 .295** .312** .098 .132 .381** .353** .229** .344** -.142 .215* -.257** .193* .275** .403** .442** .499** .261** .092 .083 .694** .580** -.393** .447** .570** .753** .712** .748** .644** .672** .763** .726** .624** .794** 1.000 .674** .676** .691** .726** .820** .856** .534**
Sig. (2-tailed) .022 .001 .003 .000 .145 .002 .001 .012 .042 .004 .226 .064 .299 .000 .041 .124 .011 .002 .000 .000 .000 .000 .010 .003 .003 .218 .071 .244 .001 .000 .267 .134 .000 .000 .008 .000 .108 .014 .003 .027 .002 .000 .000 .000 .003 .293 .343 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 130 130 131 130 131 131 130 130 130 130 129 130 132 131 132 131 130 131 132 131 130 132 132 132 132 132 132 131 131 125 124 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .221* .275** .289** .328** -.014 .351** .297** .198* .165 .134 .140 .265** .029 .257** -.163 .130 .210* .217* .377** .334** .410** .409** .225* .335** .275** .100 -.068 -.165 .324** .216* .097 .108 .372** .297** .186* .327** -.049 .167 -.122 .031 .135 .281** .421** .466** .157 .049 .126 .656** .587** -.343** .381** .586** .625** .680** .669** .662** .701** .699** .727** .642** .677** .674** 1.000 .749** .738** .676** .673** .692** .574**
Sig. (2-tailed) .011 .001 .001 .000 .877 .000 .001 .023 .060 .127 .110 .002 .745 .003 .063 .139 .016 .013 .000 .000 .000 .000 .010 .000 .002 .259 .443 .062 .000 .014 .274 .224 .000 .001 .034 .000 .580 .057 .166 .725 .127 .001 .000 .000 .073 .577 .152 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 129 129 130 129 130 130 129 129 129 129 128 129 131 130 131 130 129 130 131 130 129 131 131 131 131 131 131 131 131 125 124 125 130 130 131 131 129 131 131 127 130 131 131 130 131 131 131 131 130
Correlation .212* .278** .296** .314** -.019 .280** .244** .134 .076 .057 -.004 .122 -.047 .176* -.128 .123 .122 .228** .383** .382** .330** .292** .193* .275** .291** .106 -.137 -.047 .251** .149 .095 .062 .324** .265** .121 .299** -.116 .148 -.154 .127 .281** .315** .324** .430** .109 .025 .072 .665** .638** -.434** .444** .589** .631** .685** .652** .572** .651** .719** .746** .588** .705** .676** .749** 1.000 .803** .782** .659** .736** .548**
Sig. (2-tailed) .015 .001 .001 .000 .829 .001 .005 .130 .388 .516 .964 .168 .598 .045 .147 .162 .168 .009 .000 .000 .000 .001 .029 .002 .001 .230 .124 .596 .004 .093 .290 .484 .000 .002 .169 .001 .192 .095 .081 .150 .001 .000 .000 .000 .215 .776 .416 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 130 130 130 130 130 129 130 130 130 130 130 130 130 130 130 130 130 129 129 129 129 128 128 129 128 129 129 128 128 128 128 127 128 130 129 130 129 128 129 130 129 128 130 130 130 130 130 130 130 130 125 124 125 129 129 130 130 128 130 130 126 129 130 130 130 130 130 130 130 129
Correlation .260** .262** .294** .287** .067 .276** .286** .276** .141 .160 .053 .133 -.003 .196* -.106 .115 .160 .201* .380** .274** .326** .346** .111 .239** .298** .087 -.132 -.129 .278** .201* .100 .084 .368** .238** .132 .276** -.075 .143 -.182* .094 .165 .276** .397** .340** .156 .046 .136 .598** .617** -.431** .350** .585** .636** .635** .620** .538** .602** .795** .755** .589** .667** .691** .738** .803** 1.000 .672** .704** .756** .613**
Sig. (2-tailed) .003 .002 .001 .001 .447 .001 .001 .001 .108 .067 .547 .129 .969 .024 .226 .190 .069 .022 .000 .002 .000 .000 .208 .006 .001 .321 .136 .144 .001 .022 .259 .343 .000 .006 .132 .001 .394 .102 .037 .288 .061 .001 .000 .000 .074 .599 .119 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 130 130 131 130 131 131 130 130 130 130 129 130 132 131 132 131 130 131 132 131 130 132 132 132 132 132 132 131 131 125 124 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .240** .317** .250** .325** .034 .302** .239** .193* .094 .138 .132 .089 .004 .198* -.164 .095 .181* .179* .369** .334** .274** .255** .180* .251** .214* .142 -.172 -.026 .208* .206* .070 .062 .320** .260** .151 .322** -.140 .178* -.147 .185* .244** .346** .332** .472** .145 .034 .095 .727** .608** -.395** .379** .591** .726** .714** .772** .596** .688** .682** .703** .630** .717** .726** .676** .782** .672** 1.000 .721** .777** .490**
Sig. (2-tailed) .006 .000 .004 .000 .704 .000 .006 .027 .285 .115 .132 .309 .961 .023 .062 .279 .039 .042 .000 .000 .002 .003 .041 .004 .014 .107 .051 .772 .018 .019 .432 .484 .000 .003 .085 .000 .114 .042 .094 .035 .005 .000 .000 .000 .098 .697 .279 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 129 129 130 129 130 130 129 129 129 129 128 129 131 130 131 130 129 130 131 130 129 131 131 131 131 131 131 131 131 125 124 125 130 130 131 131 129 131 131 127 130 131 131 130 131 131 131 131 130
Correlation .199* .286** .207* .264** .128 .263** .254** .194* .175* .250** .223* .110 .079 .214* -.088 .122 .191* .163 .359** .306** .364** .341** .146 .261** .231** .096 -.099 -.044 .223* .224* .055 .119 .316** .276** .161 .266** -.116 .071 -.149 .124 .141 .353** .330** .435** .204* .112 .121 .714** .572** -.309** .402** .618** .768** .738** .739** .600** .732** .759** .708** .579** .720** .820** .673** .659** .704** .721** 1.000 .812** .524**
Sig. (2-tailed) .022 .001 .017 .002 .145 .002 .003 .026 .045 .004 .010 .210 .369 .014 .314 .163 .029 .062 .000 .000 .000 .000 .097 .003 .008 .275 .263 .620 .011 .010 .537 .177 .000 .001 .066 .002 .189 .417 .089 .157 .111 .000 .000 .000 .019 .200 .169 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 132 132 132 132 132 131 132 132 132 132 132 132 132 132 132 132 132 131 131 131 131 130 130 131 130 131 131 130 130 130 130 129 130 132 131 132 131 130 131 132 131 130 132 132 132 132 132 132 131 131 125 124 125 131 131 132 131 130 132 132 128 131 132 131 130 132 131 132 131 130
Correlation .281** .250** .217* .319** .073 .252** .289** .240** .125 .166 .153 .168 .045 .248** -.142 .151 .212* .213* .386** .360** .348** .326** .235** .300** .242** .084 -.143 -.072 .266** .266** .112 .162 .349** .308** .198* .315** -.109 .139 -.148 .098 .249** .335** .380** .498** .236** .089 .102 .645** .579** -.412** .409** .572** .722** .694** .689** .654** .672** .742** .761** .604** .735** .856** .692** .736** .756** .777** .812** 1.000 .556**
Sig. (2-tailed) .001 .004 .013 .000 .406 .004 .001 .006 .155 .058 .081 .055 .607 .004 .105 .084 .016 .015 .000 .000 .000 .000 .007 .001 .006 .339 .107 .418 .002 .002 .208 .067 .000 .000 .023 .000 .219 .114 .091 .267 .004 .000 .000 .000 .007 .314 .244 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 131 131 131 131 131 130 131 131 131 131 131 131 131 131 131 131 131 130 130 130 130 129 129 130 129 130 130 129 129 129 129 128 129 131 130 131 130 129 130 131 130 129 131 131 131 131 131 131 131 131 125 124 125 130 130 131 131 129 131 131 127 130 131 131 130 131 131 131 131 130
Correlation .231** .199* .299** .231** .129 .266** .254** .193* .070 .107 -.007 .193* -.071 .163 .057 -.102 .088 .113 .243** .263** .268** .245** .167 .305** .247** .047 .043 -.029 .271** .175* .135 .103 .261** .213* .086 .156 -.039 .106 -.132 .087 .162 .277** .276** .409** .132 .047 -.052 .515** .514** -.184* .388** .558** .548** .642** .557** .587** .643** .546** .690** .588** .571** .534** .574** .548** .613** .490** .524** .556** 1.000
Sig. (2-tailed) .008 .024 .001 .008 .145 .002 .004 .027 .430 .225 .940 .028 .423 .064 .517 .249 .322 .201 .006 .003 .002 .005 .059 .000 .005 .601 .631 .748 .002 .048 .129 .245 .003 .015 .330 .077 .661 .231 .135 .329 .067 .001 .001 .000 .136 .599 .559 .000 .000 .040 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 130 130 130 130 130 129 130 130 130 130 130 130 130 130 130 130 130 129 129 129 129 128 128 129 128 129 129 128 128 128 128 127 128 130 129 130 129 128 129 130 129 128 130 130 130 130 130 130 130 130 124 123 124 129 129 130 130 128 130 130 126 129 130 130 129 130 130 130 130 130
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*. Correlation is significant at the 0.05 level (2-tailed).
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TABLE 21: SPEARMANS CORRELATION FOR RESPONDENTS CATEGORISED AS VERY OFTEN BEING IN A STATE OF FLOW
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlat
 
1.000 .441** .612** .437** .207** .403** .493** .406** .289** .237** .195** .249** .264** .305** .056 .140 .278** .307** .360** .301** .214** .159* .240** .243** .161* .048 .056 -.033 .099 .283** .158* .174* .316** .208** .118 .278** -.059 .114 -.189* .265** .073 .277** .353** .260** .164* .141 .083 .130 .083 .006 -.017 .158* .110 .072 .047 .164* .038 .087 .150 .139 -.006 .093 .078 .007 .097 -.011 .085 .067 .078
Sig. (2- .000 .000 .000 .006 .000 .000 .000 .000 .002 .010 .001 .000 .000 .460 .065 .000 .000 .000 .000 .005 .037 .001 .001 .034 .528 .467 .667 .198 .000 .038 .022 .000 .006 .121 .000 .444 .138 .013 .000 .344 .000 .000 .001 .031 .065 .275 .088 .278 .939 .825 .039 .151 .347 .539 .032 .623 .258 .051 .072 .933 .223 .308 .932 .204 .884 .265 .382 .309
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.441** 1.000 .352** .450** .032 .548** .289** .216** .350** .278** .193* .322** .239** .188* .069 .160* .328** .327** .422** .127 .269** .169* .156* .241** .273** .041 -.024 -.183* .177* .379** .157* .334** .330** .013 .052 .100 -.133 .162* -.151* .153* .007 .157* .409** .247** .126 .116 .114 .095 .047 -.077 .053 .141 .191* .165* .179* .184* .093 .187* .218** .134 .137 .183* .200** .129 .100 .081 .106 .130 .110
Sig. (2- .000 .000 .000 .672 .000 .000 .004 .000 .000 .011 .000 .001 .013 .367 .035 .000 .000 .000 .095 .000 .026 .040 .001 .000 .589 .752 .016 .020 .000 .040 .000 .000 .863 .493 .191 .082 .034 .048 .044 .932 .039 .000 .001 .096 .128 .135 .212 .536 .321 .497 .067 .012 .030 .019 .016 .228 .014 .004 .084 .074 .016 .008 .094 .193 .291 .166 .089 .149
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 Sig. (2-
N 174 174 175 174 175 174 174 174 175 175 174 175 174 174 174 174 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 174 174 175 175 172 173 173 173 172 174 175 175 175 173 174 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 175
Correlat
 
.612** .352** 1.000 .380** .143 .406** .400** .429** .405** .255** .274** .254** .305** .359** .126 .139 .311** .354** .402** .223** .200** .153* .096 .249** .103 .173* -.005 -.016 .097 .329** .205** .193* .332** .235** .236** .251** .048 .216** -.157* .256** .042 .234** .365** .187* .255** .214** .271** .079 -.011 .123 -.076 .046 .123 .003 .030 .110 -.022 .040 .097 .066 -.009 .009 .044 -.042 .057 -.008 .018 .051 .030
Sig. (2- .000 .000 .000 .059 .000 .000 .000 .000 .001 .000 .001 .000 .000 .097 .067 .000 .000 .000 .003 .008 .045 .210 .001 .178 .023 .945 .830 .206 .000 .007 .011 .000 .002 .002 .001 .532 .004 .039 .001 .582 .002 .000 .013 .001 .005 .000 .303 .885 .111 .331 .555 .107 .973 .695 .151 .777 .604 .206 .398 .912 .903 .565 .584 .457 .914 .819 .506 .692
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.437** .450** .380** 1.000 .047 .468** .475** .235** .288** .212** .102 .188* .119 .223** .072 .193* .394** .282** .591** .310** .360** .360** .207** .346** .249** .111 -.080 -.051 .199** .476** .165* .287** .440** .095 .175* .120 -.081 .203** -.149 .148 .098 .261** .541** .261** .230** .196** .219** .230** .188* -.013 .016 .153* .199** .124 .168* .203** .040 .128 .197** .142 .088 .221** .140 .021 .087 .087 .172* .178* .073
Sig. (2- .000 .000 .000 .539 .000 .000 .002 .000 .005 .178 .013 .116 .003 .348 .011 .000 .000 .000 .000 .000 .000 .006 .000 .001 .146 .299 .502 .009 .000 .030 .000 .000 .211 .020 .113 .288 .007 .051 .053 .199 .001 .000 .000 .002 .010 .004 .002 .013 .868 .840 .046 .009 .105 .027 .007 .604 .093 .010 .065 .250 .003 .066 .786 .254 .256 .024 .019 .337
N 174 174 175 174 175 174 174 174 175 175 174 175 174 174 174 174 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 174 174 175 175 172 173 173 173 172 174 175 175 175 173 174 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 175
Correlat
 
.207** .032 .143 .047 1.000 .240** .134 .184* .164* .439** .298** .250** .370** .009 .320** .076 .167* .072 .018 .078 .139 .044 .181* -.021 .016 .016 .038 -.031 .081 .161* .118 .147 .227** -.026 .005 .114 .145 .117 .094 -.055 -.025 .049 .106 -.057 .097 -.088 -.004 .006 .133 -.033 .002 .158* .148 .083 .111 .175* .141 .105 .147 .190* .106 .143 .113 .053 .170* .056 .110 .136 .136
Sig. (2- .006 .672 .059 .539 .001 .079 .015 .031 .000 .000 .001 .000 .906 .000 .319 .028 .344 .817 .307 .067 .562 .017 .787 .832 .834 .624 .683 .293 .035 .121 .053 .003 .738 .948 .134 .058 .127 .216 .476 .743 .522 .165 .456 .205 .248 .960 .939 .083 .673 .975 .039 .052 .278 .148 .022 .066 .171 .054 .014 .169 .060 .138 .490 .026 .464 .149 .076 .073
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.403** .548** .406** .468** .240** 1.000 .438** .340** .420** .478** .272** .388** .398** .206** .253** .099 .378** .286** .518** .134 .199** .128 .254** .336** .186* -.022 .019 -.189* .192* .469** .368** .321** .539** .069 .111 .124 -.081 .254** -.114 .163* .008 .220** .490** .225** .096 .118 .173* .126 .213** -.119 .118 .279** .219** .159* .225** .333** .187* .230** .392** .187* .175* .234** .266** .146 .178* .180* .152* .222** .275**
Sig. (2- .000 .000 .000 .000 .001 .000 .000 .000 .000 .000 .000 .000 .006 .001 .193 .000 .000 .000 .079 .009 .092 .001 .000 .014 .778 .809 .013 .011 .000 .000 .000 .000 .365 .147 .102 .290 .001 .136 .032 .919 .004 .000 .003 .208 .122 .023 .099 .005 .125 .129 .000 .004 .037 .003 .000 .014 .002 .000 .015 .022 .002 .000 .057 .020 .018 .045 .003 .000
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.493** .289** .400** .475** .134 .438** 1.000 .487** .337** .272** .229** .171* .145 .238** -.009 .114 .279** .232** .447** .260** .267** .261** .190* .177* .240** .064 .008 .045 .106 .401** .209** .230** .396** .211** .231** .216** -.153* .122 -.151* .191* .120 .216** .414** .230** .142 .072 .158* .283** .186* -.094 .088 .200** .234** .180* .249** .294** .145 .182* .237** .090 .205** .208** .227** .147 .181* .161* .246** .209** .105
Sig. (2- .000 .000 .000 .000 .079 .000 .000 .000 .000 .002 .024 .056 .002 .901 .134 .000 .002 .000 .001 .000 .001 .012 .020 .001 .406 .918 .555 .165 .000 .006 .002 .000 .005 .002 .004 .044 .110 .047 .012 .118 .004 .000 .002 .062 .343 .038 .000 .014 .223 .259 .009 .002 .018 .001 .000 .059 .017 .002 .247 .007 .006 .003 .057 .017 .036 .001 .006 .166
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.406** .216** .429** .235** .184* .340** .487** 1.000 .444** .346** .380** .174* .298** .407** .043 .273** .290** .270** .372** .361** .243** .270** .243** .075 .151* .291** -.095 .062 .082 .216** .213** .279** .332** .266** .313** .343** .029 .197** -.103 .330** .070 .260** .316** .129 .262** .193* .288** .093 .061 -.015 .021 .173* .145 .138 .115 .096 .065 .074 .064 .085 .097 .097 .065 -.028 .064 .116 .082 .078 -.024
Sig. (2- .000 .004 .000 .002 .015 .000 .000 .000 .000 .000 .022 .000 .000 .575 .000 .000 .000 .000 .000 .001 .000 .001 .324 .047 .000 .214 .420 .282 .004 .005 .000 .000 .000 .000 .000 .702 .009 .176 .000 .363 .001 .000 .088 .000 .011 .000 .220 .428 .847 .786 .024 .058 .070 .132 .212 .397 .336 .401 .269 .203 .203 .392 .721 .404 .128 .284 .307 .749
N 174 174 175 174 175 174 174 174 175 175 174 175 174 174 174 174 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 174 174 175 175 172 173 173 173 172 174 175 175 175 173 174 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 175
Correlat
 
.289** .350** .405** .288** .164* .420** .337** .444** 1.000 .466** .411** .258** .279** .263** .037 .320** .393** .197** .429** .227** .248** .226** .078 .092 .192* .295** -.244** -.145 .274** .534** .214** .344** .360** .132 .294** .252** -.096 .298** -.132 .230** .054 .220** .422** .188* .495** .260** .398** .241** .110 -.010 .015 .157* .299** .213** .256** .208** .113 .221** .212** .109 .185* .233** .189* .138 .245** .173* .269** .296** .175*
Sig. (2- .000 .000 .000 .000 .031 .000 .000 .000 .000 .000 .001 .000 .000 .626 .000 .000 .009 .000 .003 .001 .003 .304 .229 .011 .000 .001 .056 .000 .000 .005 .000 .000 .084 .000 .001 .212 .000 .084 .002 .483 .004 .000 .013 .000 .001 .000 .001 .148 .896 .850 .041 .000 .005 .001 .006 .141 .003 .005 .157 .015 .002 .013 .072 .001 .023 .000 .000 .021
N 174 174 175 174 175 174 174 174 175 175 174 175 174 174 174 174 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 174 174 175 175 172 173 173 173 172 174 175 175 175 173 174 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 175
Correlat
 
.237** .278** .255** .212** .439** .478** .272** .346** .466** 1.000 .518** .457** .465** .219** .433** .209** .346** .235** .261** .001 .203** .213** .091 .060 .173* .065 .017 -.116 .182* .383** .174* .305** .356** .081 .116 .149* .098 .179* .074 .085 -.058 .117 .310** .107 .152* .000 .142 .017 .111 -.052 .060 .228** .139 .100 .130 .179* .190* .095 .171* .122 .058 .165* .127 .027 .160* .017 .120 .141 .111
Sig. (2- .002 .000 .001 .005 .000 .000 .000 .000 .000 .000 .000 .000 .004 .000 .006 .000 .002 .001 .994 .007 .005 .234 .434 .023 .395 .820 .128 .017 .000 .022 .000 .000 .290 .129 .050 .199 .019 .335 .266 .454 .124 .000 .161 .046 .995 .062 .827 .148 .503 .438 .003 .069 .191 .088 .019 .013 .214 .025 .116 .449 .030 .095 .731 .036 .823 .117 .064 .145
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.195** .193* .274** .102 .298** .272** .229** .380** .411** .518** 1.000 .327** .505** .353** .228** .244** .376** .202** .253** .114 .275** .131 .103 -.008 .103 .168* -.091 -.028 .072 .328** .191* .313** .337** .103 .266** .160* .026 .201** -.002 .164* .071 .128 .225** .111 .261** .061 .319** .105 .119 -.069 .010 .173* .187* .130 .211** .307** .154* .093 .142 .173* .126 .142 .162* .084 .126 .056 .191* .157* .177*
Sig. (2- .010 .011 .000 .178 .000 .000 .002 .000 .000 .000 .000 .000 .000 .002 .001 .000 .008 .001 .135 .000 .085 .176 .916 .176 .027 .233 .712 .348 .000 .012 .000 .000 .177 .000 .034 .734 .008 .975 .031 .353 .092 .003 .145 .000 .427 .000 .170 .119 .376 .896 .024 .014 .088 .005 .000 .043 .225 .063 .025 .098 .062 .033 .274 .099 .467 .012 .039 .019
N 174 174 175 174 175 174 174 174 175 175 174 175 174 174 174 174 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 174 174 175 175 172 173 173 173 172 174 175 175 175 173 174 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 175
Correlat
 
.249** .322** .254** .188* .250** .388** .171* .174* .258** .457** .327** 1.000 .425** .069 .427** .139 .239** .311** .241** -.112 .029 .109 .203** .182* .156* -.087 .178* -.372** .191* .359** .250** .351** .271** .013 .023 .088 .056 .078 .054 .146 -.013 .224** .298** -.054 -.061 .120 .083 .008 .077 .035 .077 .167* .042 -.038 .055 .158* .114 .070 .127 .117 -.009 .086 .062 -.026 .069 -.057 -.010 .021 .160*
Sig. (2- .001 .000 .001 .013 .001 .000 .024 .022 .001 .000 .000 .000 .363 .000 .067 .002 .000 .001 .142 .701 .154 .007 .016 .040 .253 .019 .000 .012 .000 .001 .000 .000 .869 .763 .246 .464 .308 .483 .055 .863 .003 .000 .482 .427 .115 .277 .920 .313 .652 .321 .030 .587 .624 .478 .039 .137 .363 .098 .132 .906 .258 .419 .733 .371 .458 .896 .781 .035
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.264** .239** .305** .119 .370** .398** .145 .298** .279** .465** .505** .425** 1.000 .180* .439** .125 .261** .289** .255** .045 .117 .023 .067 .117 -.042 .037 .103 -.126 .180* .421** .169* .270** .362** .115 .079 .200** .109 .136 .025 .140 .065 .109 .225** .052 .105 .053 .089 -.005 .045 .039 .048 .110 .049 -.035 .066 .140 .003 .053 .169* .041 .003 .064 .180* .100 .161* .059 .026 .092 .169*
Sig. (2- .000 .001 .000 .116 .000 .000 .056 .000 .000 .000 .000 .000 .017 .000 .103 .001 .000 .001 .555 .124 .759 .378 .126 .584 .630 .179 .099 .018 .000 .026 .000 .000 .133 .298 .008 .154 .074 .743 .066 .395 .151 .003 .494 .169 .486 .242 .952 .555 .614 .538 .153 .521 .652 .389 .068 .974 .492 .027 .599 .966 .403 .018 .196 .035 .445 .730 .230 .026
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.305** .188* .359** .223** .009 .206** .238** .407** .263** .219** .353** .069 .180* 1.000 -.009 .365** .312** .336** .256** .249** .206** .184* .041 .133 .112 .230** -.119 .185* .037 .144 .114 .140 .293** .303** .431** .250** -.096 .068 -.138 .330** .096 .335** .295** .089 .394** .135 .374** -.043 -.025 .002 -.102 .083 -.017 -.095 -.097 -.045 -.080 -.016 -.073 .028 -.105 -.063 -.018 -.089 .013 -.081 .023 -.015 -.110
Sig. (2- .000 .013 .000 .003 .906 .006 .002 .000 .000 .004 .000 .363 .017 .908 .000 .000 .000 .001 .001 .006 .015 .595 .080 .144 .002 .120 .015 .630 .058 .136 .066 .000 .000 .000 .001 .208 .376 .070 .000 .209 .000 .000 .245 .000 .076 .000 .578 .745 .981 .188 .279 .825 .216 .205 .556 .297 .831 .344 .722 .172 .413 .818 .251 .867 .290 .765 .849 .150
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.056 .069 .126 .072 .320** .253** -.009 .043 .037 .433** .228** .427** .439** -.009 1.000 .026 .124 .060 -.010 -.288** -.084 -.041 -.046 .071 -.101 -.052 .279** -.165* .153* .299** .128 .195* .204** -.212** -.149* -.153* .427** .018 .203** -.151* -.227** -.109 .018 -.211** -.137 -.078 -.156* -.240** -.045 .067 -.129 .023 -.133 -.191* -.135 -.053 .018 -.115 -.086 .045 -.072 -.040 -.017 -.096 -.054 -.161* -.147 -.098 -.020
Sig. (2- .460 .367 .097 .348 .000 .001 .901 .575 .626 .000 .002 .000 .000 .908 .733 .104 .432 .892 .000 .270 .591 .545 .352 .186 .494 .000 .030 .045 .000 .093 .010 .007 .005 .050 .044 .000 .811 .007 .047 .003 .152 .814 .005 .071 .309 .040 .001 .557 .388 .097 .765 .082 .012 .077 .495 .819 .132 .266 .561 .347 .602 .828 .216 .483 .035 .054 .199 .794
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.140 .160* .139 .193* .076 .099 .114 .273** .320** .209** .244** .139 .125 .365** .026 1.000 .454** .194* .164* .224** .265** .309** .169* .044 .264** .477** -.257** -.068 .160* .242** .195* .261** .360** .155* .274** .091 -.112 .455** -.012 .201** .059 .179* .285** .088 .420** .248** .449** .178* .083 -.023 -.015 .130 .127 .061 .146 .161* .054 .142 .041 .120 .107 .138 .151* .083 .129 .018 .165* .137 .024
Sig. (2- .065 .035 .067 .011 .319 .193 .134 .000 .000 .006 .001 .067 .103 .000 .733 .000 .011 .031 .003 .000 .000 .026 .568 .000 .000 .001 .371 .036 .001 .010 .001 .000 .042 .000 .236 .143 .000 .881 .008 .440 .018 .000 .247 .000 .001 .000 .019 .282 .768 .852 .091 .098 .429 .056 .036 .488 .065 .592 .123 .164 .071 .047 .287 .093 .815 .030 .074 .753
N 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 173 172 173 173 171 171 172 172 171 173 173 173 173 172 172 172 171 167 166 169 171 171 171 170 170 171 170 167 170 172 172 168 171 170 172 171 173
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlat
 
.278** .328** .311** .394** .167* .378** .279** .290** .393** .346** .376** .239** .261** .312** .124 .454** 1.000 .342** .357** .218** .298** .322** .181* .123 .255** .349** -.165* -.073 .078 .382** .369** .363** .452** .185* .309** .185* -.016 .369** -.058 .214** .097 .254** .356** .199** .360** .200** .457** .265** .202** -.071 .135 .288** .316** .271** .319** .329** .246** .295** .325** .276** .259** .296** .311** .198** .255** .162* .248** .237** .202**
Sig. (2- .000 .000 .000 .000 .028 .000 .000 .000 .000 .000 .000 .002 .001 .000 .104 .000 .000 .000 .004 .000 .000 .017 .107 .001 .000 .030 .340 .309 .000 .000 .000 .000 .015 .000 .014 .832 .000 .447 .005 .208 .001 .000 .008 .000 .008 .000 .000 .008 .362 .081 .000 .000 .000 .000 .000 .001 .000 .000 .000 .001 .000 .000 .010 .001 .035 .001 .002 .007
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 173 173 174 174 171 172 172 172 171 173 174 174 174 172 173 173 172 167 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.307** .327** .354** .282** .072 .286** .232** .270** .197** .235** .202** .311** .289** .336** .060 .194* .342** 1.000 .315** .234** .243** .283** .274** .315** .201** .091 .004 -.019 .175* .219** .264** .271** .252** .453** .424** .401** -.080 .075 -.221** .382** .228** .480** .378** .080 .185* .164* .171* .069 .040 .016 .084 .109 .050 .020 -.036 .113 .043 .114 .110 .003 -.005 .094 .149 .062 .139 .051 .044 .047 .090
Sig. (2- .000 .000 .000 .000 .344 .000 .002 .000 .009 .002 .008 .000 .000 .000 .432 .011 .000 .000 .002 .001 .000 .000 .000 .008 .235 .962 .805 .021 .004 .000 .000 .001 .000 .000 .000 .300 .329 .004 .000 .003 .000 .000 .294 .015 .031 .025 .370 .603 .835 .283 .159 .517 .798 .643 .143 .577 .137 .152 .969 .944 .218 .051 .422 .069 .512 .568 .543 .238
N 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 173 172 173 173 171 171 172 172 171 173 173 173 173 172 172 172 171 167 166 169 171 171 171 170 170 171 170 167 170 172 172 168 171 170 172 171 173
Correlat
 
.360** .422** .402** .591** .018 .518** .447** .372** .429** .261** .253** .241** .255** .256** -.010 .164* .357** .315** 1.000 .329** .356** .312** .199** .315** .303** .245** -.108 -.118 .292** .509** .231** .388** .513** .154* .293** .323** -.136 .200** -.244** .248** .034 .260** .664** .328** .347** .241** .295** .314** .273** -.134 .086 .253** .273** .239** .301** .369** .178* .262** .377** .169* .181* .247** .269** .195* .237** .266** .289** .323** .280**
Sig. (2- .000 .000 .000 .000 .817 .000 .000 .000 .000 .001 .001 .001 .001 .001 .892 .031 .000 .000 .000 .000 .000 .008 .000 .000 .001 .159 .120 .000 .000 .002 .000 .000 .044 .000 .000 .076 .009 .001 .001 .662 .001 .000 .000 .000 .001 .000 .000 .000 .083 .271 .001 .000 .002 .000 .000 .020 .001 .000 .029 .018 .001 .000 .011 .002 .000 .000 .000 .000
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 173 173 174 174 171 172 172 172 171 173 174 174 174 172 173 173 172 167 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.301** .127 .223** .310** .078 .134 .260** .361** .227** .001 .114 -.112 .045 .249** -.288** .224** .218** .234** .329** 1.000 .411** .329** .275** .275** .316** .308** -.265** .218** .116 .052 .059 .041 .200** .274** .300** .255** -.283** .204** -.177* .285** .140 .313** .373** .313** .362** .077 .290** .301** .314** -.153* .120 .292** .256** .242** .207** .230** .114 .312** .218** .227** .241** .268** .268** .250** .336** .314** .267** .270** .227**
Sig. (2- .000 .095 .003 .000 .307 .079 .001 .000 .003 .994 .135 .142 .555 .001 .000 .003 .004 .002 .000 .000 .000 .000 .000 .000 .000 .000 .004 .130 .494 .439 .593 .008 .000 .000 .001 .000 .007 .020 .000 .068 .000 .000 .000 .000 .318 .000 .000 .000 .049 .124 .000 .001 .001 .007 .003 .139 .000 .004 .003 .002 .000 .000 .001 .000 .000 .000 .000 .003
N 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 173 172 173 173 171 171 172 172 171 173 173 173 173 172 172 172 171 167 166 169 171 171 171 170 170 171 170 167 170 172 172 168 171 170 172 171 173
Correlat
 
.214** .269** .200** .360** .139 .199** .267** .243** .248** .203** .275** .029 .117 .206** -.084 .265** .298** .243** .356** .411** 1.000 .555** .213** .260** .340** .224** -.079 -.057 .212** .183* .095 .239** .354** .179* .311** .243** -.242** .288** -.079 .142 .049 .268** .399** .260** .300** .066 .378** .316** .233** -.180* .045 .250** .326** .255** .248** .281** .152* .287** .262** .195* .318** .313** .275** .265** .280** .260** .294** .313** .145
Sig. (2- .005 .000 .008 .000 .067 .009 .000 .001 .001 .007 .000 .701 .124 .006 .270 .000 .000 .001 .000 .000 .000 .005 .001 .000 .003 .300 .454 .005 .016 .213 .002 .000 .019 .000 .001 .001 .000 .301 .062 .527 .000 .000 .001 .000 .393 .000 .000 .002 .020 .562 .001 .000 .001 .001 .000 .048 .000 .001 .011 .000 .000 .000 .001 .000 .001 .000 .000 .058
N 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 173 172 173 173 171 171 172 172 171 173 173 173 173 172 172 172 171 167 166 169 171 171 171 170 170 171 170 167 170 172 172 168 171 170 172 171 173
Correlat
 
.159* .169* .153* .360** .044 .128 .261** .270** .226** .213** .131 .109 .023 .184* -.041 .309** .322** .283** .312** .329** .555** 1.000 .287** .244** .235** .253** -.089 -.033 .131 .213** .061 .276** .302** .244** .284** .220** -.196* .257** -.124 .102 .165* .335** .391** .201** .285** .143 .352** .273** .192* -.074 .155* .234** .217** .149 .205** .234** .177* .207** .136 .197* .225** .301** .230** .182* .120 .132 .207** .225** .068
Sig. (2- .037 .026 .045 .000 .562 .092 .001 .000 .003 .005 .085 .154 .759 .015 .591 .000 .000 .000 .000 .000 .000 .000 .001 .002 .001 .246 .671 .086 .005 .426 .000 .000 .001 .000 .004 .010 .001 .106 .185 .031 .000 .000 .008 .000 .062 .000 .000 .012 .341 .047 .002 .004 .052 .007 .002 .021 .007 .076 .011 .003 .000 .002 .018 .117 .086 .007 .003 .371
N 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 173 172 173 173 171 171 172 172 171 173 173 173 173 172 172 172 171 167 166 169 171 171 171 170 170 171 170 167 170 172 172 168 171 170 172 171 173
Correlat
 
.240** .156* .096 .207** .181* .254** .190* .243** .078 .091 .103 .203** .067 .041 -.046 .169* .181* .274** .199** .275** .213** .287** 1.000 .327** .420** .130 -.054 -.054 .150* .065 .259** .272** .297** .243** .073 .214** -.114 .295** -.085 .175* .128 .198** .357** .226** .136 .154* .152* .223** .290** -.128 .179* .373** .178* .218** .256** .321** .272** .302** .320** .266** .208** .346** .209** .153* .216** .216** .189* .186* .228**
Sig. (2- .001 .040 .210 .006 .017 .001 .012 .001 .304 .234 .176 .007 .378 .595 .545 .026 .017 .000 .008 .000 .005 .000 .000 .000 .088 .481 .475 .049 .395 .001 .000 .000 .001 .336 .005 .136 .000 .268 .022 .095 .009 .000 .003 .074 .044 .046 .003 .000 .099 .020 .000 .019 .004 .001 .000 .000 .000 .000 .000 .006 .000 .006 .046 .004 .005 .013 .015 .002
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 173 173 174 174 171 172 172 172 171 173 174 174 174 172 173 173 172 167 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.243** .241** .249** .346** -.021 .336** .177* .075 .092 .060 -.008 .182* .117 .133 .071 .044 .123 .315** .315** .275** .260** .244** .327** 1.000 .355** .076 .040 .078 .152* .103 .117 .088 .206** .182* .127 .143 -.220** .105 -.208** .121 .081 .235** .311** .310** .106 .165* .116 .172* .161* -.209** .167* .249** .044 .086 .050 .205** .128 .206** .303** .141 .095 .117 .226** .195* .143 .206** .121 .183* .226**
Sig. (2- .001 .001 .001 .000 .787 .000 .020 .324 .229 .434 .916 .016 .126 .080 .352 .568 .107 .000 .000 .000 .001 .001 .000 .000 .321 .604 .305 .046 .176 .124 .247 .007 .017 .097 .060 .004 .172 .006 .113 .292 .002 .000 .000 .164 .031 .129 .024 .036 .007 .031 .001 .567 .263 .513 .007 .096 .007 .000 .070 .220 .127 .003 .011 .062 .007 .114 .017 .003
N 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 173 172 173 173 171 171 172 172 171 173 173 173 173 172 172 172 171 167 166 169 171 171 171 170 170 171 170 167 170 172 172 168 171 170 172 171 173
Correlat
 
.161* .273** .103 .249** .016 .186* .240** .151* .192* .173* .103 .156* -.042 .112 -.101 .264** .255** .201** .303** .316** .340** .235** .420** .355** 1.000 .249** -.067 -.015 .178* .142 .110 .292** .222** .166* .173* .183* -.262** .282** -.247** .133 .058 .179* .337** .373** .279** .186* .241** .398** .427** -.316** .214** .434** .277** .278** .338** .396** .339** .358** .346** .359** .314** .360** .401** .339** .305** .291** .352** .353** .268**
Sig. (2- .034 .000 .178 .001 .832 .014 .001 .047 .011 .023 .176 .040 .584 .144 .186 .000 .001 .008 .000 .000 .000 .002 .000 .000 .001 .382 .845 .020 .063 .151 .000 .003 .029 .022 .016 .001 .000 .001 .083 .453 .019 .000 .000 .000 .014 .001 .000 .000 .000 .005 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 173 173 174 174 171 172 172 172 171 173 174 174 174 172 173 173 172 167 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.048 .041 .173* .111 .016 -.022 .064 .291** .295** .065 .168* -.087 .037 .230** -.052 .477** .349** .091 .245** .308** .224** .253** .130 .076 .249** 1.000 -.520** .032 .087 .191* .105 .160* .166* .193* .404** .227** -.049 .227** -.240** .186* .132 .191* .234** .152* .537** .176* .379** .216** .151* -.017 .047 .222** .196** .120 .192* .132 .068 .207** .047 .096 .101 .143 .138 .098 .139 .142 .222** .222** .068
Sig. (2- .528 .589 .023 .146 .834 .778 .406 .000 .000 .395 .027 .253 .630 .002 .494 .000 .000 .235 .001 .000 .003 .001 .088 .321 .001 .000 .677 .255 .012 .168 .035 .029 .011 .000 .003 .522 .003 .002 .014 .084 .012 .002 .046 .000 .021 .000 .004 .049 .827 .548 .004 .010 .116 .011 .086 .374 .006 .538 .218 .190 .060 .070 .203 .069 .064 .003 .003 .372
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 173 173 174 174 171 172 172 172 171 173 174 174 174 172 173 173 172 167 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.056 -.024 -.005 -.080 .038 .019 .008 -.095 -.244** .017 -.091 .178* .103 -.119 .279** -.257** -.165* .004 -.108 -.265** -.079 -.089 -.054 .040 -.067 -.520** 1.000 .045 -.089 -.051 -.001 -.094 -.100 -.105 -.316** -.173* .060 -.138 .216** -.077 -.031 -.036 -.153* -.100 -.412** -.187* -.177* -.087 -.056 -.020 .012 -.056 -.095 -.054 -.052 .031 .022 -.114 -.015 .042 -.057 -.043 -.059 .042 -.062 -.033 -.110 -.062 .094
Sig. (2- .467 .752 .945 .299 .624 .809 .918 .214 .001 .820 .233 .019 .179 .120 .000 .001 .030 .962 .159 .000 .300 .246 .481 .604 .382 .000 .558 .247 .507 .991 .222 .190 .170 .000 .024 .434 .074 .005 .315 .692 .638 .046 .191 .000 .014 .021 .255 .464 .801 .879 .475 .220 .481 .500 .688 .779 .140 .847 .586 .461 .572 .445 .594 .421 .670 .150 .421 .221
N 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 171 172 172 172 172 171 172 172 170 170 171 171 170 172 172 172 172 171 171 171 170 166 165 168 170 170 170 169 169 170 169 167 169 171 171 167 170 169 171 170 172
Correlat
 
-.033 -.183* -.016 -.051 -.031 -.189* .045 .062 -.145 -.116 -.028 -.372** -.126 .185* -.165* -.068 -.073 -.019 -.118 .218** -.057 -.033 -.054 .078 -.015 .032 .045 1.000 -.155* -.140 -.069 -.173* -.165* .117 .053 .009 -.103 -.163* .052 .159* .096 .032 -.124 .084 .106 -.041 -.033 .048 .099 -.010 .097 .079 -.024 .027 -.049 -.007 .035 .003 -.017 .064 .028 -.069 .050 .111 .026 .194* .052 .006 -.042
Sig. (2- .667 .016 .830 .502 .683 .013 .555 .420 .056 .128 .712 .000 .099 .015 .030 .371 .340 .805 .120 .004 .454 .671 .475 .305 .845 .677 .558 .042 .066 .366 .022 .030 .126 .487 .909 .181 .032 .502 .038 .212 .672 .104 .271 .163 .591 .668 .532 .198 .895 .213 .304 .751 .723 .527 .926 .648 .966 .825 .408 .718 .368 .516 .152 .737 .011 .495 .938 .584
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 173 173 174 174 171 172 172 172 171 173 174 174 174 172 173 173 172 167 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.099 .177* .097 .199** .081 .192* .106 .082 .274** .182* .072 .191* .180* .037 .153* .160* .078 .175* .292** .116 .212** .131 .150* .152* .178* .087 -.089 -.155* 1.000 .418** .068 .222** .235** .023 .088 .133 .047 .153* -.106 .188* -.073 -.010 .279** .134 .054 .257** .128 .118 .122 .024 .017 .120 .123 .061 .080 .082 .140 .162* .152* .137 .140 .207** .153* .072 .158* .128 .188* .181* .127
Sig. (2- .198 .020 .206 .009 .293 .011 .165 .282 .000 .017 .348 .012 .018 .630 .045 .036 .309 .021 .000 .130 .005 .086 .049 .046 .020 .255 .247 .042 .000 .375 .003 .002 .762 .250 .082 .542 .045 .165 .013 .340 .892 .000 .079 .480 .001 .094 .125 .113 .754 .829 .121 .111 .430 .298 .288 .069 .034 .049 .079 .069 .007 .046 .355 .040 .098 .014 .018 .096
N 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 171 172 172 172 172 172 172 172 172 172 171 171 172 172 171 172 172 172 172 172 172 171 170 166 166 168 170 170 170 170 170 170 169 166 169 171 171 167 170 169 171 170 172
Correlat
 
.283** .379** .329** .476** .161* .469** .401** .216** .534** .383** .328** .359** .421** .144 .299** .242** .382** .219** .509** .052 .183* .213** .065 .103 .142 .191* -.051 -.140 .418** 1.000 .280** .472** .448** -.044 .176* .063 -.015 .215** -.136 .102 .033 .090 .457** .104 .317** .258** .258** .229** .181* .036 .103 .188* .246** .166* .243** .215** .161* .204** .262** .073 .184* .216** .219** .211** .262** .163* .272** .252** .240**
Sig. (2- .000 .000 .000 .000 .035 .000 .000 .004 .000 .000 .000 .000 .000 .058 .000 .001 .000 .004 .000 .494 .016 .005 .395 .176 .063 .012 .507 .066 .000 .000 .000 .000 .568 .021 .413 .850 .005 .076 .184 .669 .241 .000 .172 .000 .001 .001 .003 .018 .644 .186 .014 .001 .030 .001 .005 .036 .007 .001 .349 .016 .004 .004 .006 .001 .034 .000 .001 .002
N 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 173 172 173 173 171 171 172 172 171 173 173 173 173 172 172 172 171 167 166 169 171 171 171 170 170 171 170 167 170 172 172 168 171 170 172 171 173
Correlat
 
.158* .157* .205** .165* .118 .368** .209** .213** .214** .174* .191* .250** .169* .114 .128 .195* .369** .264** .231** .059 .095 .061 .259** .117 .110 .105 -.001 -.069 .068 .280** 1.000 .533** .352** .104 .128 .100 -.039 .250** .002 .189* -.014 .144 .309** .066 .058 .114 .291** .244** .206** -.166* .100 .287** .286** .325** .329** .332** .291** .276** .354** .200** .277** .248** .221** .193* .238** .255** .236** .224** .347**
Sig. (2- .038 .040 .007 .030 .121 .000 .006 .005 .005 .022 .012 .001 .026 .136 .093 .010 .000 .000 .002 .439 .213 .426 .001 .124 .151 .168 .991 .366 .375 .000 .000 .000 .173 .095 .191 .608 .001 .975 .013 .855 .059 .000 .386 .447 .137 .000 .001 .007 .032 .199 .000 .000 .000 .000 .000 .000 .000 .000 .009 .000 .001 .004 .012 .002 .001 .002 .003 .000
N 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 173 172 173 173 171 171 172 172 171 173 173 173 173 172 172 172 171 167 166 169 171 171 171 170 170 171 170 167 170 172 172 168 171 170 172 171 173
Correlat
 
.174* .334** .193* .287** .147 .321** .230** .279** .344** .305** .313** .351** .270** .140 .195* .261** .363** .271** .388** .041 .239** .276** .272** .088 .292** .160* -.094 -.173* .222** .472** .533** 1.000 .464** .146 .286** .295** -.047 .280** -.141 .192* -.021 .174* .407** .074 .228** .134 .355** .301** .285** -.180* .052 .358** .294** .293** .289** .265** .281** .265** .287** .306** .279** .326** .295** .196* .236** .224** .315** .280** .237**
Sig. (2- .022 .000 .011 .000 .053 .000 .002 .000 .000 .000 .000 .000 .000 .066 .010 .001 .000 .000 .000 .593 .002 .000 .000 .247 .000 .035 .222 .022 .003 .000 .000 .000 .055 .000 .000 .544 .000 .065 .012 .781 .022 .000 .330 .002 .081 .000 .000 .000 .020 .503 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .011 .002 .003 .000 .000 .002
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 173 173 174 174 171 172 172 172 171 173 174 174 174 172 173 173 172 167 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.316** .330** .332** .440** .227** .539** .396** .332** .360** .356** .337** .271** .362** .293** .204** .360** .452** .252** .513** .200** .354** .302** .297** .206** .222** .166* -.100 -.165* .235** .448** .352** .464** 1.000 .185* .280** .259** -.038 .330** -.134 .212** .143 .324** .547** .139 .305** .114 .342** .212** .179* -.156* .055 .206** .233** .132 .213** .244** .081 .207** .301** .195* .165* .228** .193* .129 .249** .201** .210** .243** .132
Sig. (2- .000 .000 .000 .000 .003 .000 .000 .000 .000 .000 .000 .000 .000 .000 .007 .000 .000 .001 .000 .008 .000 .000 .000 .007 .003 .029 .190 .030 .002 .000 .000 .000 .015 .000 .001 .619 .000 .079 .005 .061 .000 .000 .067 .000 .137 .000 .005 .019 .044 .479 .007 .002 .085 .005 .001 .289 .007 .000 .011 .031 .003 .011 .095 .001 .008 .006 .001 .082
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlat
 
.208** .013 .235** .095 -.026 .069 .211** .266** .132 .081 .103 .013 .115 .303** -.212** .155* .185* .453** .154* .274** .179* .244** .243** .182* .166* .193* -.105 .117 .023 -.044 .104 .146 .185* 1.000 .523** .674** -.181* .135 -.399** .393** .259** .521** .277** .147 .235** .217** .270** .138 .116 -.051 -.015 .146 .083 -.002 .007 .167* -.010 .159* .071 .054 .023 .065 .134 .063 .207** .152* .094 .091 .043
Sig. (2- .006 .863 .002 .211 .738 .365 .005 .000 .084 .290 .177 .869 .133 .000 .005 .042 .015 .000 .044 .000 .019 .001 .001 .017 .029 .011 .170 .126 .762 .568 .173 .055 .015 .000 .000 .017 .076 .000 .000 .001 .000 .000 .053 .002 .004 .000 .071 .129 .516 .843 .058 .278 .981 .927 .028 .895 .037 .358 .489 .769 .395 .078 .413 .006 .048 .218 .235 .570
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 172 173 172 173 172 172 172 173 172 173 173 171 173 172 172 172 173 173 174 174 174 172 173 173 173 172 173 174 174 174 173 174 173 172 167 168 170 172 172 172 172 172 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.118 .052 .236** .175* .005 .111 .231** .313** .294** .116 .266** .023 .079 .431** -.149* .274** .309** .424** .293** .300** .311** .284** .073 .127 .173* .404** -.316** .053 .088 .176* .128 .286** .280** .523** 1.000 .542** -.122 .207** -.283** .325** .271** .443** .357** .049 .502** .182* .378** .172* .092 .005 .054 .138 .138 .051 .032 .119 -.034 .101 .000 .045 .023 .072 .128 .056 .152* .070 .104 .072 .032
Sig. (2- .121 .493 .002 .020 .948 .147 .002 .000 .000 .129 .000 .763 .298 .000 .050 .000 .000 .000 .000 .000 .000 .000 .336 .097 .022 .000 .000 .487 .250 .021 .095 .000 .000 .000 .000 .110 .006 .000 .000 .000 .000 .000 .517 .000 .017 .000 .023 .229 .953 .483 .072 .071 .505 .678 .120 .662 .188 .997 .558 .762 .346 .093 .467 .046 .359 .173 .347 .672
N 174 174 175 174 175 174 174 174 175 175 174 175 174 174 174 174 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 174 174 175 175 172 173 173 173 172 174 175 175 175 173 174 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 175
Correlat
 
.278** .100 .251** .120 .114 .124 .216** .343** .252** .149* .160* .088 .200** .250** -.153* .091 .185* .401** .323** .255** .243** .220** .214** .143 .183* .227** -.173* .009 .133 .063 .100 .295** .259** .674** .542** 1.000 -.074 .129 -.321** .483** .190* .549** .357** .132 .323** .182* .189* .208** .241** -.191* .050 .283** .213** .168* .086 .213** .141 .242** .184* .138 .078 .146 .202** .058 .244** .144 .164* .152* .093
Sig. (2- .000 .191 .001 .113 .134 .102 .004 .000 .001 .050 .034 .246 .008 .001 .044 .236 .014 .000 .000 .001 .001 .004 .005 .060 .016 .003 .024 .909 .082 .413 .191 .000 .001 .000 .000 .337 .090 .000 .000 .013 .000 .000 .081 .000 .017 .013 .006 .001 .013 .519 .000 .005 .027 .261 .005 .065 .001 .016 .074 .307 .054 .008 .451 .001 .060 .030 .046 .223
N 174 174 175 174 175 174 174 174 175 175 174 175 174 174 174 174 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 174 174 175 175 172 173 173 173 172 174 175 175 175 173 174 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 175
Correlat
 
-.059 -.133 .048 -.081 .145 -.081 -.153* .029 -.096 .098 .026 .056 .109 -.096 .427** -.112 -.016 -.080 -.136 -.283** -.242** -.196* -.114 -.220** -.262** -.049 .060 -.103 .047 -.015 -.039 -.047 -.038 -.181* -.122 -.074 1.000 -.103 .205** -.114 -.216** -.228** -.267** -.251** -.190* .003 -.183* -.304** -.236** .310** -.165* -.232** -.199** -.192* -.238** -.299** -.141 -.288** -.240** -.168* -.252** -.214** -.262** -.338** -.200** -.268** -.292** -.283** -.209**
Sig. (2- .444 .082 .532 .288 .058 .290 .044 .702 .212 .199 .734 .464 .154 .208 .000 .143 .832 .300 .076 .000 .001 .010 .136 .004 .001 .522 .434 .181 .542 .850 .608 .544 .619 .017 .110 .337 .179 .007 .136 .004 .003 .000 .001 .012 .965 .016 .000 .002 .000 .033 .003 .009 .012 .002 .000 .068 .000 .002 .031 .001 .005 .001 .000 .009 .000 .000 .000 .006
N 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 171 171 171 171 171 171 171 171 171 171 171 170 171 171 171 171 171 172 172 172 172 172 172 172 172 171 172 172 172 172 172 172 171 170 166 166 168 170 170 170 170 170 170 169 166 169 171 171 167 170 169 171 170 172
Correlat
 
.114 .162* .216** .203** .117 .254** .122 .197** .298** .179* .201** .078 .136 .068 .018 .455** .369** .075 .200** .204** .288** .257** .295** .105 .282** .227** -.138 -.163* .153* .215** .250** .280** .330** .135 .207** .129 -.103 1.000 -.135 .141 .138 .169* .313** .141 .315** .248** .357** .252** .143 -.069 .109 .199** .306** .221** .312** .334** .131 .163* .235** .372** .244** .231** .190* .243** .184* .130 .214** .172* .205**
Sig. (2- .138 .034 .004 .007 .127 .001 .110 .009 .000 .019 .008 .308 .074 .376 .811 .000 .000 .329 .009 .007 .000 .001 .000 .172 .000 .003 .074 .032 .045 .005 .001 .000 .000 .076 .006 .090 .179 .077 .066 .072 .027 .000 .065 .000 .001 .000 .001 .062 .380 .160 .009 .000 .004 .000 .000 .087 .033 .002 .000 .001 .002 .012 .001 .016 .090 .005 .024 .007
N 172 172 173 172 173 172 172 172 173 173 172 173 172 172 172 172 171 172 171 172 171 171 171 172 171 172 172 170 172 171 171 171 172 172 173 173 173 172 173 172 172 171 172 173 173 173 172 173 172 171 166 167 169 171 171 171 171 171 171 170 167 170 172 172 168 171 170 172 171 173
Correlat
 
-.189* -.151* -.157* -.149 .094 -.114 -.151* -.103 -.132 .074 -.002 .054 .025 -.138 .203** -.012 -.058 -.221** -.244** -.177* -.079 -.124 -.085 -.208** -.247** -.240** .216** .052 -.106 -.136 .002 -.141 -.134 -.399** -.283** -.321** .205** -.135 1.000 -.156* -.157* -.331** -.229** -.081 -.220** -.211** -.101 -.094 -.087 .191* .044 -.063 -.015 -.046 -.049 -.136 .026 -.062 .000 -.050 -.015 -.016 -.058 -.078 -.023 -.073 -.104 -.078 -.077
Sig. (2- .013 .048 .039 .051 .216 .136 .047 .176 .084 .335 .975 .483 .743 .070 .007 .881 .447 .004 .001 .020 .301 .106 .268 .006 .001 .002 .005 .502 .165 .076 .975 .065 .079 .000 .000 .000 .007 .077 .040 .039 .000 .002 .289 .004 .005 .187 .219 .258 .013 .569 .419 .846 .549 .525 .076 .731 .424 .997 .518 .845 .836 .453 .314 .765 .347 .173 .308 .311
N 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 172 172 172 172 172 172 172 172 172 172 172 171 172 172 172 172 172 173 173 173 173 172 172 173 173 172 173 173 173 173 173 173 172 171 167 167 169 171 171 171 171 171 171 170 167 170 172 172 168 171 170 172 171 173
Correlat
 
.265** .153* .256** .148 -.055 .163* .191* .330** .230** .085 .164* .146 .140 .330** -.151* .201** .214** .382** .248** .285** .142 .102 .175* .121 .133 .186* -.077 .159* .188* .102 .189* .192* .212** .393** .325** .483** -.114 .141 -.156* 1.000 .280** .515** .294** .128 .223** .137 .211** .142 .155* .045 .059 .214** .039 -.003 -.055 .058 .021 .176* .115 .087 .048 .087 .124 .039 .211** .082 .085 .058 .055
Sig. (2- .000 .044 .001 .053 .476 .032 .012 .000 .002 .266 .031 .055 .066 .000 .047 .008 .005 .000 .001 .000 .062 .185 .022 .113 .083 .014 .315 .038 .013 .184 .013 .012 .005 .000 .000 .000 .136 .066 .040 .000 .000 .000 .094 .003 .073 .005 .064 .043 .562 .447 .005 .615 .966 .478 .451 .789 .021 .134 .262 .533 .258 .104 .613 .005 .288 .268 .450 .472
N 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 172 172 172 172 172 172 172 172 172 172 172 171 172 172 172 172 172 173 173 173 173 172 172 173 173 172 173 173 173 173 173 173 172 171 167 167 169 171 171 171 171 171 171 170 167 170 172 172 168 171 170 172 171 173
Correlat
 
.073 .007 .042 .098 -.025 .008 .120 .070 .054 -.058 .071 -.013 .065 .096 -.227** .059 .097 .228** .034 .140 .049 .165* .128 .081 .058 .132 -.031 .096 -.073 .033 -.014 -.021 .143 .259** .271** .190* -.216** .138 -.157* .280** 1.000 .460** .190* .082 .129 .166* .103 .061 -.002 .019 .278** -.040 -.080 -.055 .002 .070 -.133 -.036 -.084 .018 -.091 -.110 .018 .064 -.012 .055 -.054 -.032 .073
Sig. (2- .344 .932 .582 .199 .743 .919 .118 .363 .483 .454 .353 .863 .395 .209 .003 .440 .208 .003 .662 .068 .527 .031 .095 .292 .453 .084 .692 .212 .340 .669 .855 .781 .061 .001 .000 .013 .004 .072 .039 .000 .000 .013 .285 .093 .029 .181 .428 .980 .810 .000 .606 .301 .473 .979 .365 .083 .638 .278 .815 .242 .153 .814 .410 .880 .476 .483 .683 .341
N 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 172 171 171 171 171 171 171 171 171 171 171 171 170 171 171 171 171 171 172 172 172 172 171 171 172 172 172 172 172 172 172 172 172 171 170 166 166 168 170 170 170 170 170 170 169 166 169 171 171 167 170 169 171 170 172
Correlat
 
.277** .157* .234** .261** .049 .220** .216** .260** .220** .117 .128 .224** .109 .335** -.109 .179* .254** .480** .260** .313** .268** .335** .198** .235** .179* .191* -.036 .032 -.010 .090 .144 .174* .324** .521** .443** .549** -.228** .169* -.331** .515** .460** 1.000 .510** .175* .297** .144 .270** .141 .164* -.080 .080 .176* .086 .035 .012 .190* -.005 .148 .091 .103 .053 .097 .144 .111 .216** .114 .086 .122 .115
Sig. (2- .000 .039 .002 .001 .522 .004 .004 .001 .004 .124 .092 .003 .151 .000 .152 .018 .001 .000 .001 .000 .000 .000 .009 .002 .019 .012 .638 .672 .892 .241 .059 .022 .000 .000 .000 .000 .003 .027 .000 .000 .000 .000 .021 .000 .058 .000 .064 .031 .304 .302 .021 .261 .647 .877 .013 .945 .053 .236 .182 .493 .205 .059 .149 .004 .139 .258 .112 .129
N 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 174 173 173 173 173 173 173 173 173 173 173 173 172 173 172 173 173 173 174 173 174 174 172 172 173 173 172 174 174 174 174 173 173 173 172 168 167 170 172 172 172 171 171 172 171 168 171 173 173 169 172 171 173 172 174
Correlat
 
.353** .409** .365** .541** .106 .490** .414** .316** .422** .310** .225** .298** .225** .295** .018 .285** .356** .378** .664** .373** .399** .391** .357** .311** .337** .234** -.153* -.124 .279** .457** .309** .407** .547** .277** .357** .357** -.267** .313** -.229** .294** .190* .510** 1.000 .351** .446** .299** .423** .303** .305** -.226** .093 .324** .295** .235** .264** .339** .149 .312** .351** .226** .246** .307** .321** .241** .310** .209** .290** .319** .315**
Sig. (2- .000 .000 .000 .000 .165 .000 .000 .000 .000 .000 .003 .000 .003 .000 .814 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .002 .046 .104 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .002 .000 .013 .000 .000 .000 .000 .000 .000 .000 .003 .230 .000 .000 .002 .000 .000 .051 .000 .000 .003 .001 .000 .000 .002 .000 .006 .000 .000 .000
N 174 174 175 174 175 174 174 174 175 175 174 175 174 174 174 174 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 174 174 175 175 172 173 173 173 172 174 175 175 175 173 174 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 175
Correlat
 
.260** .247** .187* .261** -.057 .225** .230** .129 .188* .107 .111 -.054 .052 .089 -.211** .088 .199** .080 .328** .313** .260** .201** .226** .310** .373** .152* -.100 .084 .134 .104 .066 .074 .139 .147 .049 .132 -.251** .141 -.081 .128 .082 .175* .351** 1.000 .265** .115 .173* .484** .340** -.081 .217** .336** .327** .398** .408** .333** .307** .454** .431** .292** .328** .405** .389** .325** .367** .379** .447** .546** .387**
Sig. (2- .001 .001 .013 .000 .456 .003 .002 .088 .013 .161 .145 .482 .494 .245 .005 .247 .008 .294 .000 .000 .001 .008 .003 .000 .000 .046 .191 .271 .079 .172 .386 .330 .067 .053 .517 .081 .001 .065 .289 .094 .285 .021 .000 .000 .132 .023 .000 .000 .299 .005 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 174 174 175 174 175 174 174 174 175 175 174 175 174 174 174 174 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 174 174 175 175 172 173 173 173 172 174 175 175 175 173 174 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 175
Correlat
 
.164* .126 .255** .230** .097 .096 .142 .262** .495** .152* .261** -.061 .105 .394** -.137 .420** .360** .185* .347** .362** .300** .285** .136 .106 .279** .537** -.412** .106 .054 .317** .058 .228** .305** .235** .502** .323** -.190* .315** -.220** .223** .129 .297** .446** .265** 1.000 .214** .536** .268** .167* -.006 .035 .148 .243** .150* .214** .132 .058 .241** .108 .117 .095 .162* .152* .139 .212** .119 .285** .247** .078
Sig. (2- .031 .096 .001 .002 .205 .208 .062 .000 .000 .046 .000 .427 .169 .000 .071 .000 .000 .015 .000 .000 .000 .000 .074 .164 .000 .000 .000 .163 .480 .000 .447 .002 .000 .002 .000 .000 .012 .000 .004 .003 .093 .000 .000 .000 .005 .000 .000 .028 .935 .654 .054 .001 .049 .005 .085 .450 .001 .159 .129 .216 .033 .046 .071 .005 .119 .000 .001 .303
N 174 174 175 174 175 174 174 174 175 175 174 175 174 174 174 174 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 174 174 175 175 172 173 173 173 172 174 175 175 175 173 174 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 175
Correlat
 
.141 .116 .214** .196** -.088 .118 .072 .193* .260** .000 .061 .120 .053 .135 -.078 .248** .200** .164* .241** .077 .066 .143 .154* .165* .186* .176* -.187* -.041 .257** .258** .114 .134 .114 .217** .182* .182* .003 .248** -.211** .137 .166* .144 .299** .115 .214** 1.000 .216** .145 .062 -.045 .051 .066 .083 .023 .095 .118 -.010 .111 .086 .071 .029 .003 .070 .117 .043 .030 .098 .110 .037
Sig. (2- .065 .128 .005 .010 .248 .122 .343 .011 .001 .995 .427 .115 .486 .076 .309 .001 .008 .031 .001 .318 .393 .062 .044 .031 .014 .021 .014 .591 .001 .001 .137 .081 .137 .004 .017 .017 .965 .001 .005 .073 .029 .058 .000 .132 .005 .004 .057 .424 .567 .512 .395 .283 .760 .216 .126 .898 .147 .263 .359 .705 .973 .358 .132 .576 .700 .202 .153 .633
N 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 173 172 172 172 172 172 172 172 172 172 172 172 171 172 172 172 172 172 173 173 173 173 172 172 173 173 172 173 173 173 173 173 173 172 171 167 167 169 171 171 171 171 171 171 170 167 170 172 172 168 171 170 172 171 173
Correlat
 
.083 .114 .271** .219** -.004 .173* .158* .288** .398** .142 .319** .083 .089 .374** -.156* .449** .457** .171* .295** .290** .378** .352** .152* .116 .241** .379** -.177* -.033 .128 .258** .291** .355** .342** .270** .378** .189* -.183* .357** -.101 .211** .103 .270** .423** .173* .536** .216** 1.000 .319** .193* -.115 .006 .176* .346** .278** .301** .316** .169* .245** .257** .290** .251** .233** .287** .182* .243** .237** .310** .310** .201**
Sig. (2- .275 .135 .000 .004 .960 .023 .038 .000 .000 .062 .000 .277 .242 .000 .040 .000 .000 .025 .000 .000 .000 .000 .046 .129 .001 .000 .021 .668 .094 .001 .000 .000 .000 .000 .000 .013 .016 .000 .187 .005 .181 .000 .000 .023 .000 .004 .000 .011 .140 .939 .022 .000 .000 .000 .000 .027 .001 .001 .000 .001 .002 .000 .018 .001 .002 .000 .000 .008
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 172 173 172 173 172 172 172 173 172 173 173 171 173 172 172 172 173 173 174 174 174 172 173 173 173 172 173 174 174 174 173 174 173 172 167 168 170 172 172 172 172 172 172 171 168 171 173 173 169 172 171 173 172 174
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlat
 
.130 .095 .079 .230** .006 .126 .283** .093 .241** .017 .105 .008 -.005 -.043 -.240** .178* .265** .069 .314** .301** .316** .273** .223** .172* .398** .216** -.087 .048 .118 .229** .244** .301** .212** .138 .172* .208** -.304** .252** -.094 .142 .061 .141 .303** .484** .268** .145 .319** 1.000 .708** -.201** .319** .527** .755** .701** .765** .617** .487** .726** .661** .513** .727** .701** .622** .677** .603** .641** .742** .744** .537**
Sig. (2- .088 .212 .303 .002 .939 .099 .000 .220 .001 .827 .170 .920 .952 .578 .001 .019 .000 .370 .000 .000 .000 .000 .003 .024 .000 .004 .255 .532 .125 .003 .001 .000 .005 .071 .023 .006 .000 .001 .219 .064 .428 .064 .000 .000 .000 .057 .000 .000 .009 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 172 173 172 173 172 172 172 173 172 173 173 171 173 171 172 172 173 173 173 174 174 171 172 172 172 171 173 174 174 174 172 173 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 174
Correlat
 
.083 .047 -.011 .188* .133 .213** .186* .061 .110 .111 .119 .077 .045 -.025 -.045 .083 .202** .040 .273** .314** .233** .192* .290** .161* .427** .151* -.056 .099 .122 .181* .206** .285** .179* .116 .092 .241** -.236** .143 -.087 .155* -.002 .164* .305** .340** .167* .062 .193* .708** 1.000 -.437** .369** .787** .574** .592** .593** .644** .721** .624** .609** .637** .617** .579** .570** .537** .506** .556** .630** .617** .485**
Sig. (2- .278 .536 .885 .013 .083 .005 .014 .428 .148 .148 .119 .313 .555 .745 .557 .282 .008 .603 .000 .000 .002 .012 .000 .036 .000 .049 .464 .198 .113 .018 .007 .000 .019 .129 .229 .001 .002 .062 .258 .043 .980 .031 .000 .000 .028 .424 .011 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 172 172 173 172 173 172 172 172 173 173 172 173 172 172 172 172 171 172 171 172 171 171 171 172 171 172 172 170 172 170 171 171 172 172 172 173 173 170 171 171 171 170 172 173 173 173 171 172 173 173 168 168 171 173 173 173 172 172 173 172 169 172 173 173 170 172 172 173 172 173
Correlat
 
.006 -.077 .123 -.013 -.033 -.119 -.094 -.015 -.010 -.052 -.069 .035 .039 .002 .067 -.023 -.071 .016 -.134 -.153* -.180* -.074 -.128 -.209** -.316** -.017 -.020 -.010 .024 .036 -.166* -.180* -.156* -.051 .005 -.191* .310** -.069 .191* .045 .019 -.080 -.226** -.081 -.006 -.045 -.115 -.201** -.437** 1.000 -.189* -.396** -.211** -.290** -.249** -.384** -.407** -.199** -.306** -.354** -.320** -.162* -.319** -.252** -.160* -.212** -.297** -.247** -.168*
Sig. (2- .939 .321 .111 .868 .673 .125 .223 .847 .896 .503 .376 .652 .614 .981 .388 .768 .362 .835 .083 .049 .020 .341 .099 .007 .000 .827 .801 .895 .754 .644 .032 .020 .044 .516 .953 .013 .000 .380 .013 .562 .810 .304 .003 .299 .935 .567 .140 .009 .000 .015 .000 .006 .000 .001 .000 .000 .010 .000 .000 .000 .036 .000 .001 .039 .006 .000 .001 .029
N 168 168 168 168 168 168 168 168 168 168 168 168 168 168 168 168 167 167 167 167 167 167 167 167 167 167 167 166 167 166 167 167 167 168 167 168 168 166 166 167 167 166 168 168 168 168 167 167 168 168 168 167 168 168 168 168 167 167 168 168 166 168 168 168 167 168 168 168 168 168
Correlat
 
-.017 .053 -.076 .016 .002 .118 .088 .021 .015 .060 .010 .077 .048 -.102 -.129 -.015 .135 .084 .086 .120 .045 .155* .179* .167* .214** .047 .012 .097 .017 .103 .100 .052 .055 -.015 .054 .050 -.165* .109 .044 .059 .278** .080 .093 .217** .035 .051 .006 .319** .369** -.189* 1.000 .500** .286** .275** .301** .273** .379** .272** .304** .297** .252** .207** .204** .311** .205** .307** .210** .190* .268**
Sig. (2- .825 .497 .331 .840 .975 .129 .259 .786 .850 .438 .896 .321 .538 .188 .097 .852 .081 .283 .271 .124 .562 .047 .020 .031 .005 .548 .879 .213 .829 .186 .199 .503 .479 .843 .483 .519 .033 .160 .569 .447 .000 .302 .230 .005 .654 .512 .939 .000 .000 .015 .000 .000 .000 .000 .000 .000 .000 .000 .000 .001 .007 .008 .000 .008 .000 .006 .013 .000
N 167 167 168 167 168 167 167 167 168 168 167 168 167 167 167 167 166 167 166 167 166 166 166 167 166 167 167 165 167 166 166 166 167 167 168 168 168 166 167 167 167 166 167 168 168 168 167 168 168 168 167 168 168 168 168 168 168 168 168 168 166 168 168 168 167 168 168 168 168 168
Correlat
 
.158* .141 .046 .153* .158* .279** .200** .173* .157* .228** .173* .167* .110 .083 .023 .130 .288** .109 .253** .292** .250** .234** .373** .249** .434** .222** -.056 .079 .120 .188* .287** .358** .206** .146 .138 .283** -.232** .199** -.063 .214** -.040 .176* .324** .336** .148 .066 .176* .527** .787** -.396** .500** 1.000 .474** .506** .465** .585** .699** .527** .554** .597** .522** .470** .453** .429** .440** .460** .508** .477** .412**
Sig. (2- .039 .067 .555 .046 .039 .000 .009 .024 .041 .003 .024 .030 .153 .279 .765 .091 .000 .159 .001 .000 .001 .002 .000 .001 .000 .004 .475 .304 .121 .014 .000 .000 .007 .058 .072 .000 .003 .009 .419 .005 .606 .021 .000 .000 .054 .395 .022 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 170 170 171 170 171 170 170 170 171 171 170 171 170 170 170 170 169 170 169 170 169 169 169 170 169 170 170 168 170 168 169 169 170 170 170 171 171 168 169 169 169 168 170 171 171 171 169 170 171 171 168 168 171 171 171 171 170 170 171 170 168 171 171 171 169 170 170 171 170 171
Correlat
 
.110 .191* .123 .199** .148 .219** .234** .145 .299** .139 .187* .042 .049 -.017 -.133 .127 .316** .050 .273** .256** .326** .217** .178* .044 .277** .196** -.095 -.024 .123 .246** .286** .294** .233** .083 .138 .213** -.199** .306** -.015 .039 -.080 .086 .295** .327** .243** .083 .346** .755** .574** -.211** .286** .474** 1.000 .807** .826** .639** .512** .705** .682** .512** .732** .735** .547** .567** .585** .577** .684** .647** .506**
Sig. (2- .151 .012 .107 .009 .052 .004 .002 .058 .000 .069 .014 .587 .521 .825 .082 .098 .000 .517 .000 .001 .000 .004 .019 .567 .000 .010 .220 .751 .111 .001 .000 .000 .002 .278 .071 .005 .009 .000 .846 .615 .301 .261 .000 .000 .001 .283 .000 .000 .000 .006 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 172 172 173 172 173 172 172 172 173 173 172 173 172 172 172 172 171 172 171 172 171 171 171 172 171 172 172 170 172 170 171 171 172 172 172 173 173 170 171 171 171 170 172 173 173 173 171 172 173 173 168 168 171 173 173 173 172 172 173 172 169 172 173 173 170 172 172 173 172 173
Correlat
 
.072 .165* .003 .124 .083 .159* .180* .138 .213** .100 .130 -.038 -.035 -.095 -.191* .061 .271** .020 .239** .242** .255** .149 .218** .086 .278** .120 -.054 .027 .061 .166* .325** .293** .132 -.002 .051 .168* -.192* .221** -.046 -.003 -.055 .035 .235** .398** .150* .023 .278** .701** .592** -.290** .275** .506** .807** 1.000 .846** .679** .630** .649** .730** .483** .689** .631** .523** .575** .543** .632** .642** .630** .594**
Sig. (2- .347 .030 .973 .105 .278 .037 .018 .070 .005 .191 .088 .624 .652 .216 .012 .429 .000 .798 .002 .001 .001 .052 .004 .263 .000 .116 .481 .723 .430 .030 .000 .000 .085 .981 .505 .027 .012 .004 .549 .966 .473 .647 .002 .000 .049 .760 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 172 172 173 172 173 172 172 172 173 173 172 173 172 172 172 172 171 172 171 172 171 171 171 172 171 172 172 170 172 170 171 171 172 172 172 173 173 170 171 171 171 170 172 173 173 173 171 172 173 173 168 168 171 173 173 173 172 172 173 172 169 172 173 173 170 172 172 173 172 173
Correlat
 
.047 .179* .030 .168* .111 .225** .249** .115 .256** .130 .211** .055 .066 -.097 -.135 .146 .319** -.036 .301** .207** .248** .205** .256** .050 .338** .192* -.052 -.049 .080 .243** .329** .289** .213** .007 .032 .086 -.238** .312** -.049 -.055 .002 .012 .264** .408** .214** .095 .301** .765** .593** -.249** .301** .465** .826** .846** 1.000 .716** .583** .671** .709** .515** .724** .757** .563** .624** .538** .631** .737** .710** .574**
Sig. (2- .539 .019 .695 .027 .148 .003 .001 .132 .001 .088 .005 .478 .389 .205 .077 .056 .000 .643 .000 .007 .001 .007 .001 .513 .000 .011 .500 .527 .298 .001 .000 .000 .005 .927 .678 .261 .002 .000 .525 .478 .979 .877 .000 .000 .005 .216 .000 .000 .000 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 172 172 173 172 173 172 172 172 173 173 172 173 172 172 172 172 171 172 171 172 171 171 171 172 171 172 172 170 172 170 171 171 172 172 172 173 173 170 171 171 171 170 172 173 173 173 171 172 173 173 168 168 171 173 173 173 172 172 173 172 169 172 173 173 170 172 172 173 172 173
Correlat
 
.164* .184* .110 .203** .175* .333** .294** .096 .208** .179* .307** .158* .140 -.045 -.053 .161* .329** .113 .369** .230** .281** .234** .321** .205** .396** .132 .031 -.007 .082 .215** .332** .265** .244** .167* .119 .213** -.299** .334** -.136 .058 .070 .190* .339** .333** .132 .118 .316** .617** .644** -.384** .273** .585** .639** .679** .716** 1.000 .650** .556** .684** .605** .592** .537** .601** .599** .491** .558** .583** .592** .618**
Sig. (2- .032 .016 .151 .007 .022 .000 .000 .212 .006 .019 .000 .039 .068 .556 .495 .036 .000 .143 .000 .003 .000 .002 .000 .007 .000 .086 .688 .926 .288 .005 .000 .000 .001 .028 .120 .005 .000 .000 .076 .451 .365 .013 .000 .000 .085 .126 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 171 171 172 171 172 171 171 171 172 172 171 172 171 171 171 171 170 171 170 171 170 170 170 171 170 171 171 169 171 170 170 170 171 171 172 172 172 170 171 171 171 170 171 172 172 172 171 172 172 172 167 168 170 172 172 172 172 172 172 171 168 171 172 172 169 171 171 172 171 172
Correlat
 
.038 .093 -.022 .040 .141 .187* .145 .065 .113 .190* .154* .114 .003 -.080 .018 .054 .246** .043 .178* .114 .152* .177* .272** .128 .339** .068 .022 .035 .140 .161* .291** .281** .081 -.010 -.034 .141 -.141 .131 .026 .021 -.133 -.005 .149 .307** .058 -.010 .169* .487** .721** -.407** .379** .699** .512** .630** .583** .650** 1.000 .578** .634** .643** .596** .534** .588** .531** .463** .542** .613** .558** .477**
Sig. (2- .623 .228 .777 .604 .066 .014 .059 .397 .141 .013 .043 .137 .974 .297 .819 .488 .001 .577 .020 .139 .048 .021 .000 .096 .000 .374 .779 .648 .069 .036 .000 .000 .289 .895 .662 .065 .068 .087 .731 .789 .083 .945 .051 .000 .450 .898 .027 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 171 171 172 171 172 171 171 171 172 172 171 172 171 171 171 171 170 171 170 171 170 170 170 171 170 171 171 169 171 170 170 170 171 171 172 172 172 170 171 171 171 170 171 172 172 172 171 172 172 172 167 168 170 172 172 172 172 172 172 171 168 171 172 172 169 171 171 172 171 172
Correlat
 
.087 .187* .040 .128 .105 .230** .182* .074 .221** .095 .093 .070 .053 -.016 -.115 .142 .295** .114 .262** .312** .287** .207** .302** .206** .358** .207** -.114 .003 .162* .204** .276** .265** .207** .159* .101 .242** -.288** .163* -.062 .176* -.036 .148 .312** .454** .241** .111 .245** .726** .624** -.199** .272** .527** .705** .649** .671** .556** .578** 1.000 .791** .506** .741** .773** .699** .674** .773** .680** .763** .790** .581**
Sig. (2- .258 .014 .604 .093 .171 .002 .017 .336 .003 .214 .225 .363 .492 .831 .132 .065 .000 .137 .001 .000 .000 .007 .000 .007 .000 .006 .140 .966 .034 .007 .000 .000 .007 .037 .188 .001 .000 .033 .424 .021 .638 .053 .000 .000 .001 .147 .001 .000 .000 .010 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 172 172 173 172 173 172 172 172 173 173 172 173 172 172 172 172 171 172 171 172 171 171 171 172 171 172 172 170 172 170 171 171 172 172 172 173 173 170 171 171 171 170 172 173 173 173 171 172 173 173 168 168 171 173 173 173 172 172 173 172 169 172 173 173 170 172 172 173 172 173
Correlat
 
.150 .218** .097 .197** .147 .392** .237** .064 .212** .171* .142 .127 .169* -.073 -.086 .041 .325** .110 .377** .218** .262** .136 .320** .303** .346** .047 -.015 -.017 .152* .262** .354** .287** .301** .071 .000 .184* -.240** .235** .000 .115 -.084 .091 .351** .431** .108 .086 .257** .661** .609** -.306** .304** .554** .682** .730** .709** .684** .634** .791** 1.000 .549** .726** .662** .657** .656** .724** .726** .675** .701** .679**
Sig. (2- .051 .004 .206 .010 .054 .000 .002 .401 .005 .025 .063 .098 .027 .344 .266 .592 .000 .152 .000 .004 .001 .076 .000 .000 .000 .538 .847 .825 .049 .001 .000 .000 .000 .358 .997 .016 .002 .002 .997 .134 .278 .236 .000 .000 .159 .263 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 171 171 172 171 172 171 171 171 172 172 171 172 171 171 171 171 170 171 170 171 170 170 170 171 170 171 171 169 171 169 170 170 171 171 171 172 172 169 170 170 170 169 171 172 172 172 170 171 172 172 168 168 170 172 172 172 171 171 172 172 168 171 172 172 169 171 171 172 171 172
Correlat
 
.139 .134 .066 .142 .190* .187* .090 .085 .109 .122 .173* .117 .041 .028 .045 .120 .276** .003 .169* .227** .195* .197* .266** .141 .359** .096 .042 .064 .137 .073 .200** .306** .195* .054 .045 .138 -.168* .372** -.050 .087 .018 .103 .226** .292** .117 .071 .290** .513** .637** -.354** .297** .597** .512** .483** .515** .605** .643** .506** .549** 1.000 .596** .490** .549** .464** .426** .446** .509** .502** .395**
Sig. (2- .072 .084 .398 .065 .014 .015 .247 .269 .157 .116 .025 .132 .599 .722 .561 .123 .000 .969 .029 .003 .011 .011 .000 .070 .000 .218 .586 .408 .079 .349 .009 .000 .011 .489 .558 .074 .031 .000 .518 .262 .815 .182 .003 .000 .129 .359 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 168 168 169 168 169 168 168 168 169 169 168 169 168 168 168 168 167 168 167 168 167 167 167 168 167 168 168 167 168 166 167 167 168 168 168 169 169 166 167 167 167 166 168 169 169 169 167 168 169 169 166 166 168 169 169 169 168 168 169 168 169 169 169 169 168 169 169 169 169 169
Correlat
 
-.006 .137 -.009 .088 .106 .175* .205** .097 .185* .058 .126 -.009 .003 -.105 -.072 .107 .259** -.005 .181* .241** .318** .225** .208** .095 .314** .101 -.057 .028 .140 .184* .277** .279** .165* .023 .023 .078 -.252** .244** -.015 .048 -.091 .053 .246** .328** .095 .029 .251** .727** .617** -.320** .252** .522** .732** .689** .724** .592** .596** .741** .726** .596** 1.000 .779** .723** .725** .698** .684** .721** .725** .558**
Sig. (2- .933 .074 .912 .250 .169 .022 .007 .203 .015 .449 .098 .906 .966 .172 .347 .164 .001 .944 .018 .002 .000 .003 .006 .220 .000 .190 .461 .718 .069 .016 .000 .000 .031 .769 .762 .307 .001 .001 .845 .533 .242 .493 .001 .000 .216 .705 .001 .000 .000 .000 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 171 171 172 171 172 171 171 171 172 172 171 172 171 171 171 171 170 171 170 171 170 170 170 171 170 171 171 169 171 169 170 170 171 171 171 172 172 169 170 170 170 169 171 172 172 172 170 171 172 172 168 168 171 172 172 172 171 171 172 171 169 172 172 172 169 171 171 172 171 172
Correlat
 
.093 .183* .009 .221** .143 .234** .208** .097 .233** .165* .142 .086 .064 -.063 -.040 .138 .296** .094 .247** .268** .313** .301** .346** .117 .360** .143 -.043 -.069 .207** .216** .248** .326** .228** .065 .072 .146 -.214** .231** -.016 .087 -.110 .097 .307** .405** .162* .003 .233** .701** .579** -.162* .207** .470** .735** .631** .757** .537** .534** .773** .662** .490** .779** 1.000 .686** .594** .643** .627** .761** .753** .501**
Sig. (2- .223 .016 .903 .003 .060 .002 .006 .203 .002 .030 .062 .258 .403 .413 .602 .071 .000 .218 .001 .000 .000 .000 .000 .127 .000 .060 .572 .368 .007 .004 .001 .000 .003 .395 .346 .054 .005 .002 .836 .258 .153 .205 .000 .000 .033 .973 .002 .000 .000 .036 .007 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 172 173 172 173 172 172 172 173 172 173 173 171 173 171 172 172 173 173 173 174 174 171 172 172 172 171 173 174 174 174 172 173 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 174
Correlat
 
.078 .200** .044 .140 .113 .266** .227** .065 .189* .127 .162* .062 .180* -.018 -.017 .151* .311** .149 .269** .268** .275** .230** .209** .226** .401** .138 -.059 .050 .153* .219** .221** .295** .193* .134 .128 .202** -.262** .190* -.058 .124 .018 .144 .321** .389** .152* .070 .287** .622** .570** -.319** .204** .453** .547** .523** .563** .601** .588** .699** .657** .549** .723** .686** 1.000 .768** .673** .630** .693** .737** .543**
Sig. (2- .308 .008 .565 .066 .138 .000 .003 .392 .013 .095 .033 .419 .018 .818 .828 .047 .000 .051 .000 .000 .000 .002 .006 .003 .000 .070 .445 .516 .046 .004 .004 .000 .011 .078 .093 .008 .001 .012 .453 .104 .814 .059 .000 .000 .046 .358 .000 .000 .000 .000 .008 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 172 173 172 173 172 172 172 173 172 173 173 171 173 171 172 172 173 173 173 174 174 171 172 172 172 171 173 174 174 174 172 173 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 174
Correlat
 
.007 .129 -.042 .021 .053 .146 .147 -.028 .138 .027 .084 -.026 .100 -.089 -.096 .083 .198** .062 .195* .250** .265** .182* .153* .195* .339** .098 .042 .111 .072 .211** .193* .196* .129 .063 .056 .058 -.338** .243** -.078 .039 .064 .111 .241** .325** .139 .117 .182* .677** .537** -.252** .311** .429** .567** .575** .624** .599** .531** .674** .656** .464** .725** .594** .768** 1.000 .715** .685** .699** .704** .602**
Sig. (2- .932 .094 .584 .786 .490 .057 .057 .721 .072 .731 .274 .733 .196 .251 .216 .287 .010 .422 .011 .001 .001 .018 .046 .011 .000 .203 .594 .152 .355 .006 .012 .011 .095 .413 .467 .451 .000 .001 .314 .613 .410 .149 .002 .000 .071 .132 .018 .000 .000 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 169 169 170 169 170 169 169 169 170 170 169 170 169 169 169 169 168 169 168 169 168 168 168 169 168 169 169 167 169 167 168 168 169 169 169 170 170 167 168 168 168 167 169 170 170 170 168 169 170 170 167 167 169 170 170 170 169 169 170 169 168 169 170 170 170 170 170 170 170 170
Correlat
 
.097 .100 .057 .087 .170* .178* .181* .064 .245** .160* .126 .069 .161* .013 -.054 .129 .255** .139 .237** .336** .280** .120 .216** .143 .305** .139 -.062 .026 .158* .262** .238** .236** .249** .207** .152* .244** -.200** .184* -.023 .211** -.012 .216** .310** .367** .212** .043 .243** .603** .506** -.160* .205** .440** .585** .543** .538** .491** .463** .773** .724** .426** .698** .643** .673** .715** 1.000 .751** .689** .710** .567**
Sig. (2- .204 .193 .457 .254 .026 .020 .017 .404 .001 .036 .099 .371 .035 .867 .483 .093 .001 .069 .002 .000 .000 .117 .004 .062 .000 .069 .421 .737 .040 .001 .002 .002 .001 .006 .046 .001 .009 .016 .765 .005 .880 .004 .000 .000 .005 .576 .001 .000 .000 .039 .008 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 172 172 173 172 173 172 172 172 173 173 172 173 172 172 172 172 171 172 171 172 171 171 171 172 171 172 172 170 172 170 171 171 172 172 172 173 173 170 171 171 171 170 172 173 173 173 171 172 173 172 168 168 170 172 172 172 171 171 172 171 169 171 173 173 170 173 172 173 173 173
Correlat
 
-.011 .081 -.008 .087 .056 .180* .161* .116 .173* .017 .056 -.057 .059 -.081 -.161* .018 .162* .051 .266** .314** .260** .132 .216** .206** .291** .142 -.033 .194* .128 .163* .255** .224** .201** .152* .070 .144 -.268** .130 -.073 .082 .055 .114 .209** .379** .119 .030 .237** .641** .556** -.212** .307** .460** .577** .632** .631** .558** .542** .680** .726** .446** .684** .627** .630** .685** .751** 1.000 .701** .737** .567**
Sig. (2- .884 .291 .914 .256 .464 .018 .036 .128 .023 .823 .467 .458 .445 .290 .035 .815 .035 .512 .000 .000 .001 .086 .005 .007 .000 .064 .670 .011 .098 .034 .001 .003 .008 .048 .359 .060 .000 .090 .347 .288 .476 .139 .006 .000 .119 .700 .002 .000 .000 .006 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 171 171 172 171 172 171 171 171 172 172 171 172 171 171 171 171 170 171 170 171 170 170 170 171 170 171 171 169 171 169 170 170 171 171 171 172 172 169 170 170 170 169 171 172 172 172 170 171 172 172 168 168 170 172 172 172 171 171 172 171 169 171 172 172 170 172 172 172 172 172
Correlat
 
.085 .106 .018 .172* .110 .152* .246** .082 .269** .120 .191* -.010 .026 .023 -.147 .165* .248** .044 .289** .267** .294** .207** .189* .121 .352** .222** -.110 .052 .188* .272** .236** .315** .210** .094 .104 .164* -.292** .214** -.104 .085 -.054 .086 .290** .447** .285** .098 .310** .742** .630** -.297** .210** .508** .684** .642** .737** .583** .613** .763** .675** .509** .721** .761** .693** .699** .689** .701** 1.000 .895** .555**
Sig. (2- .265 .166 .819 .024 .149 .045 .001 .284 .000 .117 .012 .896 .730 .765 .054 .030 .001 .568 .000 .000 .000 .007 .013 .114 .000 .003 .150 .495 .014 .000 .002 .000 .006 .218 .173 .030 .000 .005 .173 .268 .483 .258 .000 .000 .000 .202 .000 .000 .000 .000 .006 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 173 173 174 173 174 173 173 173 174 174 173 174 173 173 173 173 172 173 172 173 172 172 172 173 172 173 173 171 173 171 172 172 173 173 173 174 174 171 172 172 172 171 173 174 174 174 172 173 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 174
Correlat
 
.067 .130 .051 .178* .136 .222** .209** .078 .296** .141 .157* .021 .092 -.015 -.098 .137 .237** .047 .323** .270** .313** .225** .186* .183* .353** .222** -.062 .006 .181* .252** .224** .280** .243** .091 .072 .152* -.283** .172* -.078 .058 -.032 .122 .319** .546** .247** .110 .310** .744** .617** -.247** .190* .477** .647** .630** .710** .592** .558** .790** .701** .502** .725** .753** .737** .704** .710** .737** .895** 1.000 .602**
Sig. (2- .382 .089 .506 .019 .076 .003 .006 .307 .000 .064 .039 .781 .230 .849 .199 .074 .002 .543 .000 .000 .000 .003 .015 .017 .000 .003 .421 .938 .018 .001 .003 .000 .001 .235 .347 .046 .000 .024 .308 .450 .683 .112 .000 .000 .001 .153 .000 .000 .000 .001 .013 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 172 172 173 172 173 172 172 172 173 173 172 173 172 172 172 172 171 172 171 172 171 171 171 172 171 172 172 170 172 170 171 171 172 172 172 173 173 170 171 171 171 170 172 173 173 173 171 172 173 172 168 168 170 172 172 172 171 171 172 171 169 171 173 173 170 173 172 173 173 173
Correlat
 
.078 .110 .030 .073 .136 .275** .105 -.024 .175* .111 .177* .160* .169* -.110 -.020 .024 .202** .090 .280** .227** .145 .068 .228** .226** .268** .068 .094 -.042 .127 .240** .347** .237** .132 .043 .032 .093 -.209** .205** -.077 .055 .073 .115 .315** .387** .078 .037 .201** .537** .485** -.168* .268** .412** .506** .594** .574** .618** .477** .581** .679** .395** .558** .501** .543** .602** .567** .567** .555** .602** 1.000
Sig. (2- .309 .149 .692 .337 .073 .000 .166 .749 .021 .145 .019 .035 .026 .150 .794 .753 .007 .238 .000 .003 .058 .371 .002 .003 .000 .372 .221 .584 .096 .002 .000 .002 .082 .570 .672 .223 .006 .007 .311 .472 .341 .129 .000 .000 .303 .633 .008 .000 .000 .029 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 174 174 175 174 175 174 174 174 175 175 174 175 174 174 174 174 173 174 173 174 173 173 173 174 173 174 174 172 174 172 173 173 174 174 174 175 175 172 173 173 173 172 174 175 175 175 173 174 174 173 168 168 171 173 173 173 172 172 173 172 169 172 174 174 170 173 172 174 173 175
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L10
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**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
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TABLE 22: OFTEN OR SOMETIMES IN A STATE OF FLOW
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlat
 
1.000 .438** .249** .651** .431** .212** .437** .398** .356** .151 .197* .147 .056 .252** -.046 .099 .091 .264** .216** .207* .218** .137 .166* .202* .050 .150 -.065 .123 -.008 .225** .314** .334** .333** .187* .226** .103 .165* -.115 .112 .051 .072 .038 .194* .217** .206* .008 .157 .114 .119 .157 -.121 .091 .062 .090 .143 .033 .116 .054 .149 .286** .176* .124 .063 .272** .157 .191* .169* .117 .208* .170*
Sig. (2- .000 .002 .000 .000 .008 .000 .000 .000 .063 .014 .070 .490 .002 .576 .224 .266 .001 .008 .010 .007 .092 .041 .012 .546 .065 .428 .134 .925 .005 .000 .000 .000 .020 .005 .207 .042 .158 .172 .533 .382 .643 .016 .007 .011 .925 .055 .165 .142 .054 .143 .277 .452 .270 .080 .688 .157 .512 .068 .000 .033 .128 .446 .001 .055 .019 .039 .152 .010 .036
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.438** 1.000 .320** .526** .643** .387** .608** .440** .294** .399** .509** .186* .333** .371** .001 .147 .105 .357** .241** .429** -.030 .150 .288** .105 .147 .417** -.042 .064 -.276** .490** .410** .236** .447** .606** .069 .078 .103 -.073 .159 -.028 .110 -.035 .124 .416** .271** .055 .226** .046 .241** .277** -.193* .161 .233** .319** .327** .195* .301** .259** .253** .406** .259** .274** .141 .418** .319** .355** .309** .233** .280** .163*
Sig. (2- .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .022 .000 .000 .993 .069 .199 .000 .003 .000 .713 .064 .000 .198 .072 .000 .609 .436 .001 .000 .000 .003 .000 .000 .394 .338 .204 .372 .051 .734 .178 .666 .127 .000 .001 .498 .005 .576 .003 .001 .019 .053 .004 .000 .000 .016 .000 .001 .002 .000 .002 .001 .085 .000 .000 .000 .000 .004 .000 .045
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.249** .320** 1.000 .349** .396** .402** .424** .318** .155 .104 .331** .262** .349** .324** .081 .105 .153 .164* .079 .231** -.006 .188* .084 .057 .084 .114 -.118 .213** -.221** .349** .246** .184* .257** .269** .041 -.050 .035 -.016 .094 .147 .047 -.021 -.006 .142 .217** -.120 .106 .064 .219** .150 -.050 .166* .179* .250** .197* .171* .190* .208* .278** .287** .258** .212** .176* .291** .285** .286** .208* .198* .239** .108
Sig. (2- .002 .000 .000 .000 .000 .000 .000 .057 .200 .000 .001 .000 .000 .323 .197 .060 .043 .336 .004 .945 .020 .301 .488 .307 .162 .148 .009 .006 .000 .002 .023 .001 .001 .615 .544 .671 .845 .252 .070 .563 .801 .942 .080 .007 .139 .195 .433 .006 .066 .543 .046 .029 .002 .016 .035 .020 .011 .001 .000 .002 .009 .032 .000 .000 .000 .011 .015 .003 .187
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.651** .526** .349** 1.000 .578** .248** .621** .440** .387** .296** .393** .167* .206* .332** -.011 .185* .015 .321** .356** .339** .220** .245** .186* .152 .163* .221** -.037 .166* -.031 .342** .389** .298** .313** .334** .219** .111 .207* -.189* .009 .058 .053 .115 .230** .335** .251** -.013 .217** .126 .208** .190* -.108 .193* .134 .133 .204* .088 .187* .129 .160* .271** .106 .168* .074 .212** .268** .217** .192* .151 .207* .132
Sig. (2- .000 .000 .000 .000 .002 .000 .000 .000 .000 .000 .039 .011 .000 .894 .022 .851 .000 .000 .000 .006 .002 .021 .060 .045 .006 .648 .041 .702 .000 .000 .000 .000 .000 .006 .175 .010 .020 .917 .479 .515 .158 .004 .000 .002 .877 .008 .122 .010 .019 .191 .020 .105 .103 .012 .279 .022 .118 .049 .001 .203 .039 .366 .009 .001 .008 .019 .064 .011 .104
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.431** .643** .396** .578** 1.000 .358** .718** .545** .447** .421** .568** .296** .374** .356** .110 .158 .192* .496** .336** .626** .170* .183* .313** .174* .103 .332** .004 .087 -.276** .406** .511** .414** .476** .543** .204* .138 .181* -.103 .224** .006 .137 .009 .146 .439** .270** .063 .205* .151 .296** .287** -.182* .108 .159 .302** .310** .194* .293** .194* .278** .428** .221** .285** .133 .335** .272** .318** .296** .237** .249** .184*
Sig. (2- .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .182 .052 .018 .000 .000 .000 .036 .023 .000 .031 .209 .000 .959 .289 .001 .000 .000 .000 .000 .000 .011 .090 .025 .206 .006 .946 .092 .914 .073 .000 .001 .442 .011 .064 .000 .000 .027 .196 .054 .000 .000 .016 .000 .018 .001 .000 .007 .000 .105 .000 .001 .000 .000 .003 .002 .023
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.212** .387** .402** .248** .358** 1.000 .554** .367** .175* .183* .490** .246** .331** .445** .041 .269** .186* .142 -.041 .230** -.088 .001 -.028 .030 -.004 .042 -.067 .201* -.044 .211** .306** .260** .255** .327** .008 .074 .141 .083 .118 .098 .041 -.042 -.043 .231** -.002 -.017 .097 .085 .026 .021 -.132 .036 -.003 .074 .028 .070 .138 .084 .154 .178* .048 .065 -.020 .119 .089 .189* .018 .030 .093 .046
Sig. (2- .008 .000 .000 .002 .000 .000 .000 .031 .024 .000 .002 .000 .000 .615 .001 .022 .080 .614 .004 .280 .988 .735 .717 .959 .607 .415 .013 .594 .009 .000 .001 .002 .000 .925 .365 .081 .309 .150 .228 .618 .605 .598 .004 .978 .839 .235 .300 .753 .794 .109 .664 .971 .367 .732 .393 .091 .309 .058 .029 .564 .430 .807 .146 .280 .021 .831 .716 .254 .570
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.437** .608** .424** .621** .718** .554** 1.000 .507** .468** .412** .632** .298** .484** .503** .058 .244** .164* .391** .275** .491** .031 .163* .154 .154 .126 .358** -.094 .145 -.187* .470** .490** .439** .515** .545** .107 .061 .173* -.084 .177* .065 .020 -.056 .135 .370** .162* -.039 .170* .058 .252** .260** -.178* .209* .130 .203* .239** .133 .283** .212** .263** .392** .206* .217** .086 .283** .284** .287** .199* .173* .252** .136
Sig. (2- .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .479 .002 .044 .000 .001 .000 .707 .044 .057 .057 .125 .000 .251 .075 .022 .000 .000 .000 .000 .000 .187 .454 .033 .305 .029 .423 .803 .492 .097 .000 .047 .632 .037 .480 .002 .001 .030 .011 .115 .012 .003 .102 .000 .010 .001 .000 .013 .007 .295 .000 .000 .000 .014 .033 .002 .095
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.398** .440** .318** .440** .545** .367** .507** 1.000 .495** .364** .482** .192* .207* .329** .064 .098 .129 .231** .201* .569** .213** .120 .163* .109 .039 .280** -.013 .071 -.087 .278** .480** .339** .391** .393** .150 .053 .182* -.059 .213** .063 .087 .090 .203* .478** .151 .005 .238** .144 .117 .219** -.125 .044 .112 .082 .114 .079 .232** .076 .070 .197* .201* .120 .078 .264** .147 .085 .044 .087 .083 .011
Sig. (2- .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .018 .010 .000 .437 .228 .114 .004 .013 .000 .008 .140 .045 .181 .636 .000 .874 .387 .287 .001 .000 .000 .000 .000 .064 .518 .024 .475 .009 .443 .289 .268 .012 .000 .063 .954 .003 .078 .151 .007 .129 .599 .174 .312 .165 .330 .004 .360 .391 .015 .015 .142 .344 .001 .073 .302 .590 .285 .309 .889
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.356** .294** .155 .387** .447** .175* .468** .495** 1.000 .406** .330** .349** .067 .277** .099 .025 .237** .346** .269** .311** .295** .159* .261** .103 .074 .246** .159 .046 .120 .198* .309** .270** .343** .224** .155 .214** .267** -.040 .214** .085 .129 .033 .240** .303** .106 .162* .242** .177* .226** .186* -.088 .110 .091 .090 .141 .083 .228** .044 .068 .139 .203* .104 .097 .163* .068 .022 .118 .147 .121 .154
Sig. (2- .000 .000 .057 .000 .000 .031 .000 .000 .000 .000 .000 .412 .001 .226 .763 .003 .000 .001 .000 .000 .050 .001 .208 .365 .002 .052 .578 .145 .015 .000 .001 .000 .006 .056 .008 .001 .626 .009 .298 .114 .689 .003 .000 .197 .047 .003 .031 .005 .022 .286 .186 .271 .270 .084 .309 .005 .593 .406 .090 .014 .202 .236 .047 .409 .789 .152 .072 .140 .060
N 152 152 152 152 152 152 152 152 152 152 152 152 152 152 150 152 151 152 151 152 152 152 152 152 151 151 151 151 150 151 152 152 152 152 152 151 152 150 150 151 150 151 151 152 151 151 150 150 152 151 148 146 148 151 150 152 150 148 151 150 146 151 150 149 149 149 149 151 151 151
Correlat
 
.151 .399** .104 .296** .421** .183* .412** .364** .406** 1.000 .590** .279** .328** .289** .246** .132 .209** .366** .248** .396** .079 .249** .229** .102 .083 .358** .247** -.020 -.169* .230** .396** .072 .261** .436** .110 .194* .207* .033 .283** .031 .123 .039 .173* .438** .155 .271** .273** .088 .120 .206* -.101 .120 .131 .110 .108 .080 .194* .080 .105 .190* .196* .098 .080 .176* .109 .044 .057 .065 .103 .103
Sig. (2- .063 .000 .200 .000 .000 .024 .000 .000 .000 .000 .000 .000 .000 .002 .105 .010 .000 .002 .000 .333 .002 .004 .208 .313 .000 .002 .807 .038 .004 .000 .378 .001 .000 .177 .017 .010 .683 .000 .705 .131 .636 .033 .000 .057 .001 .001 .285 .141 .011 .224 .148 .112 .177 .185 .328 .018 .333 .196 .020 .018 .228 .331 .032 .183 .591 .485 .429 .206 .206
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.197* .509** .331** .393** .568** .490** .632** .482** .330** .590** 1.000 .401** .534** .535** .164* .403** .290** .441** .023 .467** -.105 .149 .078 .071 .104 .345** .068 .150 -.297** .327** .544** .246** .366** .538** -.005 .060 .085 .083 .195* .160* -.063 -.047 .021 .437** .233** .105 .217** .198* .177* .214** -.152 .164* .150 .213** .183* .106 .291** .198* .188* .299** .219** .203* .127 .269** .183* .178* .105 .130 .208* .135
Sig. (2- .014 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .044 .000 .000 .000 .775 .000 .195 .065 .339 .382 .204 .000 .405 .067 .000 .000 .000 .002 .000 .000 .955 .461 .297 .309 .016 .049 .443 .566 .796 .000 .004 .196 .008 .015 .029 .008 .065 .048 .069 .009 .025 .191 .000 .016 .020 .000 .008 .012 .123 .001 .025 .029 .202 .110 .010 .097
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.147 .186* .262** .167* .296** .246** .298** .192* .349** .279** .401** 1.000 .259** .386** .415** .212** .335** .375** -.016 .054 .092 .089 .157 .176* .037 .110 .235** -.049 -.009 .012 .226** .094 .320** .206* -.012 .108 .124 .029 .263** .115 -.046 -.078 .030 .056 -.063 .137 .155 .284** .071 -.009 .150 .076 .021 .052 .056 -.009 .032 .005 .141 .127 .235** .042 .075 .122 .103 .125 .108 .062 .052 .070
Sig. (2- .070 .022 .001 .039 .000 .002 .000 .018 .000 .000 .000 .001 .000 .000 .008 .000 .000 .840 .509 .260 .273 .052 .029 .655 .178 .004 .547 .909 .880 .005 .248 .000 .011 .878 .183 .127 .721 .001 .157 .578 .342 .710 .492 .443 .093 .057 .000 .381 .910 .069 .360 .801 .521 .498 .911 .696 .950 .082 .120 .004 .610 .365 .138 .211 .127 .189 .447 .522 .392
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.056 .333** .349** .206* .374** .331** .484** .207* .067 .328** .534** .259** 1.000 .498** .250** .415** .239** .350** -.005 .349** -.263** .082 .065 .041 .176* .279** -.150 .320** -.429** .445** .310** .324** .378** .432** -.114 -.110 -.031 .076 .111 .067 -.080 .007 .048 .260** .199* -.085 .123 .047 .133 .092 -.092 .072 .039 .163* .166* .089 .196* .082 .248** .249** .059 .133 .145 .194* .222** .254** .155 .088 .176* .107
Sig. (2- .490 .000 .000 .011 .000 .000 .000 .010 .412 .000 .000 .001 .000 .002 .000 .003 .000 .955 .000 .001 .311 .425 .615 .030 .000 .066 .000 .000 .000 .000 .000 .000 .000 .159 .178 .699 .352 .175 .413 .328 .933 .555 .001 .014 .300 .131 .567 .101 .260 .264 .390 .637 .045 .041 .271 .016 .323 .002 .002 .482 .103 .077 .018 .006 .002 .058 .281 .030 .188
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.252** .371** .324** .332** .356** .445** .503** .329** .277** .289** .535** .386** .498** 1.000 .095 .331** .141 .277** -.010 .233** -.002 .055 .038 .084 .249** .201* -.036 .160 -.073 .265** .368** .202* .334** .336** -.037 -.075 .042 .059 .156 .152 -.040 -.136 .096 .276** .147 -.048 .165* .057 .136 .127 -.030 .119 .097 .052 .055 -.012 .080 .017 .165* .155 .068 .056 -.028 .128 .153 .223** .096 -.011 .156 .094
Sig. (2- .002 .000 .000 .000 .000 .000 .000 .000 .001 .000 .000 .000 .000 .248 .000 .084 .001 .898 .004 .985 .497 .645 .305 .002 .013 .663 .050 .370 .001 .000 .012 .000 .000 .653 .358 .605 .473 .055 .061 .629 .095 .240 .001 .071 .559 .043 .489 .095 .119 .720 .152 .239 .528 .503 .886 .330 .839 .043 .058 .413 .491 .730 .119 .062 .006 .242 .897 .055 .251
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
-.046 .001 .081 -.011 .110 .041 .058 .064 .099 .246** .164* .415** .250** .095 1.000 .069 .373** .166* .164* .093 .023 .147 .118 -.035 .091 .032 .194* -.178* -.023 -.064 .147 .030 .136 .104 .133 .203* .208* -.012 .205* -.110 .152 .155 .084 .104 .041 .276** .262** .252** -.037 -.026 .024 -.026 -.057 .124 .071 .046 .008 -.072 .093 .036 .088 .021 .111 .129 .021 .029 .016 .060 .028 .042
Sig. (2- .576 .993 .323 .894 .182 .615 .479 .437 .226 .002 .044 .000 .002 .248 .400 .000 .042 .045 .260 .784 .073 .150 .674 .272 .698 .017 .030 .783 .439 .073 .712 .097 .205 .104 .013 .011 .887 .013 .183 .066 .060 .308 .205 .623 .001 .001 .002 .653 .755 .773 .757 .495 .132 .394 .575 .918 .388 .258 .663 .290 .796 .177 .118 .798 .725 .843 .464 .737 .611
N 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 149 149 149 149 149 149 150 150 150 150 150 149 150 148 148 149 148 149 149 150 149 149 148 149 150 149 147 146 147 149 148 150 148 147 149 148 145 149 148 147 147 147 147 149 149 149
Correlat
 
.099 .147 .105 .185* .158 .269** .244** .098 .025 .132 .403** .212** .415** .331** .069 1.000 .109 .166* -.213** .063 -.466** -.112 -.096 -.172* .006 .060 -.113 .355** -.249** .024 .330** .158 .198* .221** -.149 -.237** -.220** .224** .079 .264** -.087 -.080 -.179* .058 -.050 -.162* -.017 -.075 -.073 -.101 .072 -.007 -.080 .053 -.011 .047 .013 -.015 .027 .052 -.044 .000 -.019 .036 .102 .081 -.034 -.137 -.004 .002
Sig. (2- .224 .069 .197 .022 .052 .001 .002 .228 .763 .105 .000 .008 .000 .000 .400 .183 .041 .009 .442 .000 .168 .238 .033 .940 .463 .166 .000 .002 .766 .000 .051 .015 .006 .066 .003 .006 .006 .334 .001 .289 .324 .027 .480 .541 .046 .833 .362 .373 .216 .383 .930 .332 .515 .898 .566 .876 .853 .746 .524 .598 .995 .819 .661 .215 .326 .683 .093 .963 .977
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.091 .105 .153 .015 .192* .186* .164* .129 .237** .209** .290** .335** .239** .141 .373** .109 1.000 .365** .037 .141 .024 .216** .225** .102 -.001 .136 .233** -.068 -.037 .054 .114 .081 .178* .188* .102 .216** .185* .058 .232** -.016 .157 .031 .060 .125 -.059 .200* .163* .345** -.039 -.060 .103 -.028 -.054 .058 .026 -.064 .008 -.036 .025 -.012 .034 -.044 .022 .009 -.003 .003 -.041 -.016 -.007 -.134
Sig. (2- .266 .199 .060 .851 .018 .022 .044 .114 .003 .010 .000 .000 .003 .084 .000 .183 .000 .653 .083 .771 .008 .005 .211 .986 .096 .004 .410 .653 .513 .162 .324 .029 .021 .213 .008 .022 .482 .004 .842 .054 .709 .465 .125 .475 .014 .046 .000 .636 .465 .215 .737 .512 .481 .748 .431 .922 .668 .761 .886 .682 .589 .795 .910 .971 .973 .620 .848 .928 .101
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 150 152 152 152 152 152 152 152 152 152 150 151 151 150 151 151 152 152 151 152 152 151 152 150 150 151 150 151 151 152 151 151 150 151 152 150 147 146 147 151 150 152 149 147 151 150 145 151 149 149 149 149 149 151 151 151
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlat
 
.264** .357** .164* .321** .496** .142 .391** .231** .346** .366** .441** .375** .350** .277** .166* .166* .365** 1.000 .211** .419** .092 .188* .196* .226** .073 .378** .188* .043 -.219** .223** .356** .211** .346** .471** .200* .269** .244** .056 .210** -.035 .013 .033 .138 .332** .216** .190* .276** .389** .254** .107 -.052 .226** .115 .219** .237** .153 .211** .161 .173* .221** .131 .111 .200* .184* .185* .158 .154 .250** .203* .093
Sig. (2- .001 .000 .043 .000 .000 .080 .000 .004 .000 .000 .000 .000 .000 .001 .042 .041 .000 .009 .000 .256 .020 .015 .005 .374 .000 .021 .596 .007 .006 .000 .009 .000 .000 .013 .001 .002 .492 .010 .668 .875 .684 .090 .000 .008 .019 .001 .000 .002 .193 .533 .006 .166 .007 .003 .060 .010 .051 .033 .006 .116 .174 .014 .025 .023 .053 .060 .002 .012 .254
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.216** .241** .079 .356** .336** -.041 .275** .201* .269** .248** .023 -.016 -.005 -.010 .164* -.213** .037 .211** 1.000 .282** .368** .295** .277** .158 .079 .268** .047 -.070 .036 .268** .076 .148 .154 .256** .245** .274** .259** -.168* .094 -.118 .195* .287** .389** .250** .244** .173* .338** .150 .130 .192* -.226** .141 .201* .149 .173* .116 .196* .130 .192* .228** .197* .124 .150 .221** .173* .206* .259** .207* .188* .226**
Sig. (2- .008 .003 .336 .000 .000 .614 .001 .013 .001 .002 .775 .840 .955 .898 .045 .009 .653 .009 .000 .000 .000 .001 .052 .339 .001 .569 .394 .663 .001 .351 .068 .058 .001 .002 .001 .001 .040 .255 .150 .017 .000 .000 .002 .003 .034 .000 .067 .111 .018 .006 .089 .015 .068 .034 .156 .017 .115 .018 .005 .018 .131 .067 .007 .035 .012 .001 .011 .021 .005
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 150 152 152 152 152 152 152 152 152 152 150 151 151 150 151 151 152 152 151 152 152 151 152 150 150 151 150 151 151 152 151 151 150 151 152 150 147 146 147 151 150 152 149 147 151 150 145 151 149 149 149 149 149 151 151 151
Correlat
 
.207* .429** .231** .339** .626** .230** .491** .569** .311** .396** .467** .054 .349** .233** .093 .063 .141 .419** .282** 1.000 .179* .275** .246** .146 .142 .354** .066 -.008 -.310** .493** .538** .419** .370** .582** .297** .149 .230** -.067 .121 .016 .182* .183* .198* .617** .295** .129 .228** .220** .281** .320** -.125 .128 .176* .184* .202* .180* .226** .135 .134 .272** .086 .178* .142 .274** .179* .145 .105 .185* .197* .076
Sig. (2- .010 .000 .004 .000 .000 .004 .000 .000 .000 .000 .000 .509 .000 .004 .260 .442 .083 .000 .000 .027 .001 .002 .071 .082 .000 .422 .918 .000 .000 .000 .000 .000 .000 .000 .068 .004 .413 .140 .848 .025 .024 .015 .000 .000 .114 .005 .007 .000 .000 .129 .124 .032 .023 .013 .026 .005 .102 .099 .001 .304 .028 .084 .001 .028 .077 .200 .022 .015 .353
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.218** -.030 -.006 .220** .170* -.088 .031 .213** .295** .079 -.105 .092 -.263** -.002 .023 -.466** .024 .092 .368** .179* 1.000 .433** .403** .350** .126 .090 .181* -.328** .278** .047 -.003 .074 .036 -.008 .277** .289** .293** -.209* .173* -.121 .071 .175* .254** .164* .139 .165* .195* .203* .181* .208* -.051 .064 .112 .050 .087 .030 .090 .014 .111 .073 .152 .082 .117 .072 .034 .014 .102 .178* .109 .133
Sig. (2- .007 .713 .945 .006 .036 .280 .707 .008 .000 .333 .195 .260 .001 .985 .784 .000 .771 .256 .000 .027 .000 .000 .000 .122 .268 .026 .000 .001 .568 .967 .364 .656 .921 .001 .000 .000 .010 .034 .138 .385 .031 .002 .043 .087 .042 .016 .012 .025 .010 .536 .445 .177 .539 .291 .710 .272 .865 .175 .375 .066 .318 .156 .378 .680 .869 .216 .029 .182 .103
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.137 .150 .188* .245** .183* .001 .163* .120 .159* .249** .149 .089 .082 .055 .147 -.112 .216** .188* .295** .275** .433** 1.000 .719** .219** .226** .237** .150 -.142 .001 .263** .127 .069 .203* .229** .292** .257** .269** -.121 .132 -.026 .193* .223** .172* .229** .267** .220** .242** .244** .241** .293** -.160 .192* .247** .188* .160* .107 .270** .228** .272** .220** .200* .154 .220** .246** .170* .146 .101 .221** .262** .163*
Sig. (2- .092 .064 .020 .002 .023 .988 .044 .140 .050 .002 .065 .273 .311 .497 .073 .168 .008 .020 .000 .001 .000 .000 .006 .005 .003 .065 .081 .990 .001 .118 .394 .012 .004 .000 .001 .001 .140 .107 .748 .018 .006 .035 .004 .001 .006 .003 .003 .003 .000 .052 .020 .003 .020 .049 .186 .001 .005 .001 .007 .015 .059 .007 .002 .038 .075 .219 .006 .001 .045
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.166* .288** .084 .186* .313** -.028 .154 .163* .261** .229** .078 .157 .065 .038 .118 -.096 .225** .196* .277** .246** .403** .719** 1.000 .190* .140 .218** .138 -.196* .010 .216** .129 .081 .252** .259** .150 .145 .129 -.143 .193* .045 .197* .070 .167* .152 .200* .228** .273** .163* .256** .258** -.110 .083 .206* .249** .234** .124 .164* .226** .261** .189* .180* .128 .191* .252** .131 .150 .190* .216** .259** .154
Sig. (2- .041 .000 .301 .021 .000 .735 .057 .045 .001 .004 .339 .052 .425 .645 .150 .238 .005 .015 .001 .002 .000 .000 .019 .087 .007 .090 .016 .898 .007 .113 .320 .002 .001 .064 .075 .113 .079 .018 .586 .015 .389 .040 .061 .014 .005 .001 .045 .001 .001 .185 .321 .012 .002 .004 .128 .045 .006 .001 .020 .030 .117 .019 .002 .110 .067 .020 .007 .001 .057
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.202* .105 .057 .152 .174* .030 .154 .109 .103 .102 .071 .176* .041 .084 -.035 -.172* .102 .226** .158 .146 .350** .219** .190* 1.000 .088 .192* .034 -.050 .050 .131 .038 .013 .168* .202* .137 .116 .173* -.124 .139 -.033 .101 .069 .175* .089 .185* .008 .234** .162* .181* .241** -.048 .169* .215** .161* .206* .180* .281** .268** .379** .361** .260** .265** .218** .143 .286** .264** .240** .308** .277** .334**
Sig. (2- .012 .198 .488 .060 .031 .717 .057 .181 .208 .208 .382 .029 .615 .305 .674 .033 .211 .005 .052 .071 .000 .006 .019 .282 .018 .678 .540 .546 .107 .642 .872 .039 .012 .091 .154 .032 .130 .089 .683 .217 .401 .031 .272 .023 .919 .004 .047 .025 .003 .565 .041 .009 .047 .011 .026 .000 .001 .000 .000 .002 .001 .007 .081 .000 .001 .003 .000 .001 .000
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.050 .147 .084 .163* .103 -.004 .126 .039 .074 .083 .104 .037 .176* .249** .091 .006 -.001 .073 .079 .142 .126 .226** .140 .088 1.000 .312** -.107 .133 -.048 .154 .088 .006 .076 .161* -.069 -.120 -.009 .116 -.061 .115 -.139 .020 .119 .120 .185* -.047 .093 .046 .206* .141 -.157 .150 .107 .087 .083 .081 .175* -.035 .154 .153 .102 .133 .188* .200* .194* .226** .071 .169* .189* .095
Sig. (2- .546 .072 .307 .045 .209 .959 .125 .636 .365 .313 .204 .655 .030 .002 .272 .940 .986 .374 .339 .082 .122 .005 .087 .282 .000 .192 .103 .564 .059 .281 .938 .354 .049 .399 .143 .909 .159 .460 .161 .091 .808 .147 .142 .023 .564 .259 .574 .011 .086 .057 .072 .194 .288 .312 .323 .032 .677 .060 .062 .220 .103 .021 .015 .017 .006 .387 .038 .020 .248
N 151 151 151 151 151 151 151 151 151 151 151 151 151 151 149 151 150 151 150 151 151 151 151 151 151 151 151 151 150 151 151 151 151 151 151 151 151 150 150 151 150 150 151 151 151 151 150 150 151 150 148 146 148 151 150 151 150 147 151 150 146 151 150 149 149 149 149 151 151 150
Correlat
 
.150 .417** .114 .221** .332** .042 .358** .280** .246** .358** .345** .110 .279** .201* .032 .060 .136 .378** .268** .354** .090 .237** .218** .192* .312** 1.000 .041 .027 -.101 .401** .066 .189* .331** .434** .103 .043 .176* -.128 .221** .013 .038 .055 .184* .289** .301** .026 .280** .029 .224** .275** -.165* .152 .225** .302** .379** .240** .444** .294** .292** .372** .337** .301** .367** .285** .206* .189* .224** .336** .268** .208*
Sig. (2- .065 .000 .162 .006 .000 .607 .000 .000 .002 .000 .000 .178 .000 .013 .698 .463 .096 .000 .001 .000 .268 .003 .007 .018 .000 .617 .747 .217 .000 .421 .020 .000 .000 .206 .600 .030 .116 .006 .873 .647 .501 .023 .000 .000 .755 .000 .727 .005 .001 .044 .067 .006 .000 .000 .003 .000 .000 .000 .000 .000 .000 .000 .000 .011 .021 .006 .000 .001 .011
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
-.065 -.042 -.118 -.037 .004 -.067 -.094 -.013 .159 .247** .068 .235** -.150 -.036 .194* -.113 .233** .188* .047 .066 .181* .150 .138 .034 -.107 .041 1.000 -.488** .091 -.060 .046 -.022 .059 .037 .156 .449** .323** -.054 .251** -.103 .182* .052 .116 .198* -.082 .575** .212** .477** -.009 -.033 .081 -.077 .014 -.015 -.060 -.029 -.116 -.061 -.094 -.184* .119 -.041 -.050 -.124 -.082 -.165* -.113 -.150 -.175* -.144
Sig. (2- .428 .609 .148 .648 .959 .415 .251 .874 .052 .002 .405 .004 .066 .663 .017 .166 .004 .021 .569 .422 .026 .065 .090 .678 .192 .617 .000 .267 .464 .574 .791 .475 .650 .054 .000 .000 .510 .002 .206 .025 .528 .156 .014 .315 .000 .009 .000 .908 .687 .330 .356 .865 .858 .468 .721 .159 .464 .249 .024 .152 .612 .547 .131 .319 .043 .170 .065 .031 .078
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.123 .064 .213** .166* .087 .201* .145 .071 .046 -.020 .150 -.049 .320** .160 -.178* .355** -.068 .043 -.070 -.008 -.328** -.142 -.196* -.050 .133 .027 -.488** 1.000 .019 .044 .043 .126 .027 .002 -.111 -.309** -.113 .154 -.106 .200* -.131 -.003 -.043 -.055 .025 -.383** -.133 -.259** -.011 -.050 -.061 .095 .031 .024 .011 .043 .157 -.055 .103 .180* -.093 .066 .001 .067 .158 .154 .107 .028 .137 .161*
Sig. (2- .134 .436 .009 .041 .289 .013 .075 .387 .578 .807 .067 .547 .000 .050 .030 .000 .410 .596 .394 .918 .000 .081 .016 .540 .103 .747 .000 .818 .590 .600 .122 .740 .985 .174 .000 .166 .059 .197 .014 .109 .967 .604 .506 .761 .000 .104 .001 .897 .543 .459 .252 .710 .768 .890 .597 .055 .506 .206 .027 .262 .420 .993 .414 .054 .061 .196 .735 .093 .049
N 151 151 151 151 151 151 151 151 151 151 151 151 151 151 149 151 150 151 150 151 151 151 151 151 151 151 151 151 150 151 151 151 151 151 151 151 151 150 150 151 150 150 151 151 151 151 150 150 151 150 148 146 148 151 150 151 150 147 151 150 146 151 150 149 149 149 149 151 151 150
Correlat
 
-.008 -.276** -.221** -.031 -.276** -.044 -.187* -.087 .120 -.169* -.297** -.009 -.429** -.073 -.023 -.249** -.037 -.219** .036 -.310** .278** .001 .010 .050 -.048 -.101 .091 .019 1.000 -.306** -.230** -.154 -.232** -.320** .036 .086 .162* -.075 .013 .119 .070 .052 .083 -.226** -.158 .062 -.136 .008 -.117 -.070 .034 -.017 -.023 -.145 -.142 -.135 -.017 -.057 -.006 -.130 -.061 -.115 -.062 -.213** -.144 -.135 -.164* -.082 -.092 .035
Sig. (2- .925 .001 .006 .702 .001 .594 .022 .287 .145 .038 .000 .909 .000 .370 .783 .002 .653 .007 .663 .000 .001 .990 .898 .546 .564 .217 .267 .818 .000 .004 .059 .004 .000 .665 .295 .046 .359 .872 .145 .393 .530 .314 .005 .052 .451 .096 .921 .153 .398 .683 .835 .785 .075 .083 .099 .832 .498 .946 .114 .467 .160 .453 .009 .080 .100 .046 .316 .260 .675
N 151 151 151 151 151 151 151 151 150 151 151 151 151 151 149 151 151 151 151 151 151 151 151 151 150 151 151 150 151 151 151 151 150 151 151 151 151 150 150 151 150 150 151 151 151 151 150 151 151 149 147 146 147 151 150 151 149 146 151 150 145 151 149 149 149 149 149 151 151 150
Correlat
 
.225** .490** .349** .342** .406** .211** .470** .278** .198* .230** .327** .012 .445** .265** -.064 .024 .054 .223** .268** .493** .047 .263** .216** .131 .154 .401** -.060 .044 -.306** 1.000 .354** .444** .400** .454** .142 .101 .136 -.113 .181* -.031 .152 .053 .179* .361** .348** -.001 .221** .004 .361** .345** -.230** .221** .327** .262** .299** .170* .288** .302** .333** .401** .187* .209** .200* .356** .279** .362** .219** .249** .386** .235**
Sig. (2- .005 .000 .000 .000 .000 .009 .000 .001 .015 .004 .000 .880 .000 .001 .439 .766 .513 .006 .001 .000 .568 .001 .007 .107 .059 .000 .464 .590 .000 .000 .000 .000 .000 .082 .213 .096 .169 .026 .707 .062 .522 .027 .000 .000 .987 .006 .959 .000 .000 .005 .007 .000 .001 .000 .037 .000 .000 .000 .000 .024 .010 .014 .000 .001 .000 .007 .002 .000 .004
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.314** .410** .246** .389** .511** .306** .490** .480** .309** .396** .544** .226** .310** .368** .147 .330** .114 .356** .076 .538** -.003 .127 .129 .038 .088 .066 .046 .043 -.230** .354** 1.000 .368** .416** .492** .119 .115 .072 .012 .218** .148 .046 .011 .096 .483** .253** .133 .246** .200* .217** .213** -.097 .258** .188* .133 .113 .135 .207* .126 .098 .230** .172* .094 .026 .220** .208* .187* .103 .056 .148 .064
Sig. (2- .000 .000 .002 .000 .000 .000 .000 .000 .000 .000 .000 .005 .000 .000 .073 .000 .162 .000 .351 .000 .967 .118 .113 .642 .281 .421 .574 .600 .004 .000 .000 .000 .000 .143 .158 .378 .888 .007 .070 .572 .893 .237 .000 .002 .102 .002 .014 .007 .009 .239 .002 .022 .103 .168 .097 .011 .128 .229 .005 .038 .251 .753 .007 .010 .022 .212 .493 .069 .433
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.334** .236** .184* .298** .414** .260** .439** .339** .270** .072 .246** .094 .324** .202* .030 .158 .081 .211** .148 .419** .074 .069 .081 .013 .006 .189* -.022 .126 -.154 .444** .368** 1.000 .605** .215** .312** .191* .275** -.060 .246** .003 .194* .155 .228** .261** .033 -.012 .164* .053 .185* .191* -.090 .018 .052 .065 .114 -.004 .125 .009 .184* .168* .039 .095 .042 .218** .083 .213** .121 .066 .134 .109
Sig. (2- .000 .003 .023 .000 .000 .001 .000 .000 .001 .378 .002 .248 .000 .012 .712 .051 .324 .009 .068 .000 .364 .394 .320 .872 .938 .020 .791 .122 .059 .000 .000 .000 .007 .000 .018 .001 .467 .002 .975 .017 .056 .005 .001 .683 .887 .044 .517 .022 .019 .279 .831 .528 .426 .165 .956 .128 .911 .023 .039 .644 .244 .609 .007 .315 .009 .140 .416 .099 .183
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.333** .447** .257** .313** .476** .255** .515** .391** .343** .261** .366** .320** .378** .334** .136 .198* .178* .346** .154 .370** .036 .203* .252** .168* .076 .331** .059 .027 -.232** .400** .416** .605** 1.000 .432** .189* .265** .305** -.107 .387** .026 .160 .012 .263** .300** .148 .129 .273** .167* .226** .235** -.040 .074 .092 .163* .208* .136 .242** .149 .243** .314** .246** .263** .112 .269** .157 .262** .184* .147 .226** .183*
Sig. (2- .000 .000 .001 .000 .000 .002 .000 .000 .000 .001 .000 .000 .000 .000 .097 .015 .029 .000 .058 .000 .656 .012 .002 .039 .354 .000 .475 .740 .004 .000 .000 .000 .000 .019 .001 .000 .193 .000 .752 .051 .882 .001 .000 .069 .115 .001 .042 .005 .004 .633 .377 .265 .046 .011 .096 .003 .071 .003 .000 .003 .001 .173 .001 .056 .001 .025 .071 .005 .024
N 152 152 152 152 152 152 152 152 152 152 152 152 152 152 150 152 151 152 151 152 152 152 152 152 151 151 151 151 150 151 152 152 152 152 152 151 152 150 150 151 150 151 151 152 151 151 150 150 152 151 148 146 148 151 150 152 150 148 151 150 146 151 150 149 149 149 149 151 151 151
Correlat
 
.187* .606** .269** .334** .543** .327** .545** .393** .224** .436** .538** .206* .432** .336** .104 .221** .188* .471** .256** .582** -.008 .229** .259** .202* .161* .434** .037 .002 -.320** .454** .492** .215** .432** 1.000 .169* .087 .106 -.048 .253** .099 .163* .014 .150 .533** .296** .096 .303** .224** .198* .302** -.217** .213** .194* .368** .307** .285** .314** .224** .271** .374** .279** .239** .254** .361** .363** .311** .323** .260** .261** .174*
Sig. (2- .020 .000 .001 .000 .000 .000 .000 .000 .006 .000 .000 .011 .000 .000 .205 .006 .021 .000 .001 .000 .921 .004 .001 .012 .049 .000 .650 .985 .000 .000 .000 .007 .000 .037 .286 .194 .556 .002 .225 .046 .866 .065 .000 .000 .239 .000 .006 .014 .000 .008 .010 .018 .000 .000 .000 .000 .006 .001 .000 .001 .003 .002 .000 .000 .000 .000 .001 .001 .032
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlat
 
.226** .069 .041 .219** .204* .008 .107 .150 .155 .110 -.005 -.012 -.114 -.037 .133 -.149 .102 .200* .245** .297** .277** .292** .150 .137 -.069 .103 .156 -.111 .036 .142 .119 .312** .189* .169* 1.000 .545** .588** -.234** .310** -.274** .472** .391** .390** .335** .186* .227** .258** .320** .272** .294** -.145 .197* .227** .257** .182* .173* .152 .183* .152 .189* .171* .147 .154 .179* .241** .157 .264** .177* .218** .099
Sig. (2- .005 .394 .615 .006 .011 .925 .187 .064 .056 .177 .955 .878 .159 .653 .104 .066 .213 .013 .002 .000 .001 .000 .064 .091 .399 .206 .054 .174 .665 .082 .143 .000 .019 .037 .000 .000 .004 .000 .001 .000 .000 .000 .000 .021 .005 .001 .000 .001 .000 .078 .017 .006 .001 .026 .033 .063 .026 .061 .020 .039 .070 .060 .028 .003 .055 .001 .029 .007 .225
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.103 .078 -.050 .111 .138 .074 .061 .053 .214** .194* .060 .108 -.110 -.075 .203* -.237** .216** .269** .274** .149 .289** .257** .145 .116 -.120 .043 .449** -.309** .086 .101 .115 .191* .265** .087 .545** 1.000 .650** -.172* .345** -.299** .338** .338** .429** .314** .113 .626** .307** .422** .189* .165* -.023 .075 .206* .138 .158 .199* .130 .152 .074 .073 .252** .113 .101 .020 .023 .023 .068 .156 .075 .128
Sig. (2- .207 .338 .544 .175 .090 .365 .454 .518 .008 .017 .461 .183 .178 .358 .013 .003 .008 .001 .001 .068 .000 .001 .075 .154 .143 .600 .000 .000 .295 .213 .158 .018 .001 .286 .000 .000 .035 .000 .000 .000 .000 .000 .000 .165 .000 .000 .000 .020 .044 .778 .368 .012 .091 .052 .014 .112 .067 .363 .374 .002 .166 .220 .806 .779 .777 .405 .055 .358 .118
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.165* .103 .035 .207* .181* .141 .173* .182* .267** .207* .085 .124 -.031 .042 .208* -.220** .185* .244** .259** .230** .293** .269** .129 .173* -.009 .176* .323** -.113 .162* .136 .072 .275** .305** .106 .588** .650** 1.000 -.204* .319** -.223** .436** .319** .530** .381** .178* .429** .308** .343** .297** .265** -.064 .167* .209* .188* .262** .265** .226** .173* .145 .168* .173* .212** .197* .100 .144 .117 .181* .219** .193* .131
Sig. (2- .042 .204 .671 .010 .025 .081 .033 .024 .001 .010 .297 .127 .699 .605 .011 .006 .022 .002 .001 .004 .000 .001 .113 .032 .909 .030 .000 .166 .046 .096 .378 .001 .000 .194 .000 .000 .012 .000 .006 .000 .000 .000 .000 .028 .000 .000 .000 .000 .001 .442 .044 .011 .020 .001 .001 .005 .035 .076 .039 .037 .009 .016 .222 .079 .154 .026 .007 .017 .108
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
-.115 -.073 -.016 -.189* -.103 .083 -.084 -.059 -.040 .033 .083 .029 .076 .059 -.012 .224** .058 .056 -.168* -.067 -.209* -.121 -.143 -.124 .116 -.128 -.054 .154 -.075 -.113 .012 -.060 -.107 -.048 -.234** -.172* -.204* 1.000 -.087 .284** -.082 -.057 -.283** -.163* -.166* -.170* -.194* -.224** -.030 -.076 .147 -.124 -.027 -.136 -.204* -.103 -.157 -.146 -.114 -.192* -.111 -.126 -.048 -.091 -.015 .040 -.162* -.041 -.055 -.074
Sig. (2- .158 .372 .845 .020 .206 .309 .305 .475 .626 .683 .309 .721 .352 .473 .887 .006 .482 .492 .040 .413 .010 .140 .079 .130 .159 .116 .510 .059 .359 .169 .888 .467 .193 .556 .004 .035 .012 .286 .000 .315 .490 .000 .046 .041 .037 .017 .006 .711 .358 .077 .135 .746 .097 .012 .208 .055 .078 .162 .018 .183 .125 .565 .266 .860 .627 .047 .616 .506 .365
N 151 151 151 151 151 151 151 151 150 151 151 151 151 151 148 151 150 151 150 151 151 151 151 151 150 151 151 150 150 151 151 151 150 151 151 151 151 151 151 151 151 151 151 151 151 151 151 150 151 149 147 146 147 151 150 151 150 147 151 151 146 151 149 150 149 149 150 151 151 151
Correlat
 
.112 .159 .094 .009 .224** .118 .177* .213** .214** .283** .195* .263** .111 .156 .205* .079 .232** .210** .094 .121 .173* .132 .193* .139 -.061 .221** .251** -.106 .013 .181* .218** .246** .387** .253** .310** .345** .319** -.087 #### -.039 .228** .067 .278** .297** .145 .310** .256** .282** .240** .235** -.008 .175* .207* .262** .210** .185* .186* .115 .219** .227** .433** .181* .225** .130 .105 .125 .127 .089 .146 .166*
Sig. (2- .172 .051 .252 .917 .006 .150 .029 .009 .009 .000 .016 .001 .175 .055 .013 .334 .004 .010 .255 .140 .034 .107 .018 .089 .460 .006 .002 .197 .872 .026 .007 .002 .000 .002 .000 .000 .000 .286 .636 .005 .412 .001 .000 .075 .000 .001 .000 .003 .004 .928 .035 .012 .001 .010 .023 .023 .164 .007 .005 .000 .026 .006 .112 .202 .130 .122 .276 .073 .041
N 151 151 151 151 151 151 151 151 150 151 151 151 151 151 148 151 150 151 150 151 151 151 151 151 150 151 151 150 150 151 151 151 150 151 151 151 151 151 151 151 151 151 151 151 151 151 151 150 151 149 147 146 147 151 150 151 150 147 151 151 146 151 149 150 149 149 150 151 151 151
Correlat
 
.051 -.028 .147 .058 .006 .098 .065 .063 .085 .031 .160* .115 .067 .152 -.110 .264** -.016 -.035 -.118 .016 -.121 -.026 .045 -.033 .115 .013 -.103 .200* .119 -.031 .148 .003 .026 .099 -.274** -.299** -.223** .284** -.039 #### -.071 -.216** -.169* -.070 .004 -.154 .034 -.043 .046 -.119 .152 -.008 -.052 -.066 -.072 .043 -.019 -.082 .061 .011 -.049 .021 .095 .047 .029 .001 -.016 .000 .052 .100
Sig. (2- .533 .734 .070 .479 .946 .228 .423 .443 .298 .705 .049 .157 .413 .061 .183 .001 .842 .668 .150 .848 .138 .748 .586 .683 .161 .873 .206 .014 .145 .707 .070 .975 .752 .225 .001 .000 .006 .000 .636 .388 .008 .037 .392 .962 .059 .678 .598 .571 .147 .065 .925 .526 .420 .381 .597 .814 .321 .458 .890 .559 .800 .249 .566 .723 .990 .846 .998 .529 .221
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.072 .110 .047 .053 .137 .041 .020 .087 .129 .123 -.063 -.046 -.080 -.040 .152 -.087 .157 .013 .195* .182* .071 .193* .197* .101 -.139 .038 .182* -.131 .070 .152 .046 .194* .160 .163* .472** .338** .436** -.082 .228** -.071 1.000 .245** .414** .287** .132 .341** .267** .177* .159 .166* -.078 .069 .103 .220** .213** .216** .114 .166* .144 .172* .106 .267** .150 .184* .163* .110 .281** .226** .207* .161*
Sig. (2- .382 .178 .563 .515 .092 .618 .803 .289 .114 .131 .443 .578 .328 .629 .066 .289 .054 .875 .017 .025 .385 .018 .015 .217 .091 .647 .025 .109 .393 .062 .572 .017 .051 .046 .000 .000 .000 .315 .005 .388 .002 .000 .000 .107 .000 .001 .030 .051 .044 .348 .406 .215 .007 .009 .008 .166 .044 .077 .034 .203 .001 .067 .024 .047 .181 .000 .005 .011 .048
N 151 151 151 151 151 151 151 151 150 151 151 151 151 151 148 151 150 151 150 151 151 151 151 151 150 151 151 150 150 151 151 151 150 151 151 151 151 151 151 151 151 151 151 151 151 151 151 150 151 149 147 146 147 151 150 151 150 147 151 151 146 151 149 150 149 149 150 151 151 151
Correlat
 
.038 -.035 -.021 .115 .009 -.042 -.056 .090 .033 .039 -.047 -.078 .007 -.136 .155 -.080 .031 .033 .287** .183* .175* .223** .070 .069 .020 .055 .052 -.003 .052 .053 .011 .155 .012 .014 .391** .338** .319** -.057 .067 -.216** .245** 1.000 .359** .334** .188* .260** .244** .229** .143 .110 -.108 .156 .092 .026 .065 .143 .093 .035 .098 .056 .049 .061 .171* .077 .077 .045 .037 .113 .061 .059
Sig. (2- .643 .666 .801 .158 .914 .605 .492 .268 .689 .636 .566 .342 .933 .095 .060 .324 .709 .684 .000 .024 .031 .006 .389 .401 .808 .501 .528 .967 .530 .522 .893 .056 .882 .866 .000 .000 .000 .490 .412 .008 .002 .000 .000 .021 .001 .003 .005 .079 .178 .195 .060 .268 .749 .428 .079 .256 .674 .234 .494 .556 .457 .037 .348 .351 .583 .656 .167 .459 .472
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 150 151 151 150 150 151 152 152 151 152 152 151 152 151 151 151 151 152 151 152 151 151 151 150 152 150 147 146 147 151 150 152 150 148 151 151 146 151 149 150 149 149 150 151 151 152
Correlat
 
.194* .124 -.006 .230** .146 -.043 .135 .203* .240** .173* .021 .030 .048 .096 .084 -.179* .060 .138 .389** .198* .254** .172* .167* .175* .119 .184* .116 -.043 .083 .179* .096 .228** .263** .150 .390** .429** .530** -.283** .278** -.169* .414** .359** 1.000 .437** .218** .418** .354** .319** .165* .181* -.119 .175* .256** .102 .173* .172* .220** .089 .105 .168* .255** .163* .200* .158 .075 .045 .149 .148 .147 .113
Sig. (2- .016 .127 .942 .004 .073 .598 .097 .012 .003 .033 .796 .710 .555 .240 .308 .027 .465 .090 .000 .015 .002 .035 .040 .031 .147 .023 .156 .604 .314 .027 .237 .005 .001 .065 .000 .000 .000 .000 .001 .037 .000 .000 .000 .007 .000 .000 .000 .042 .026 .149 .035 .002 .209 .033 .034 .007 .285 .197 .039 .002 .044 .014 .054 .362 .589 .069 .069 .071 .169
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.217** .416** .142 .335** .439** .231** .370** .478** .303** .438** .437** .056 .260** .276** .104 .058 .125 .332** .250** .617** .164* .229** .152 .089 .120 .289** .198* -.055 -.226** .361** .483** .261** .300** .533** .335** .314** .381** -.163* .297** -.070 .287** .334** .437** 1.000 .307** .357** .348** .346** .309** .313** -.196* .214** .246** .233** .255** .251** .262** .189* .173* .286** .223** .262** .281** .324** .211** .201* .201* .229** .200* .081
Sig. (2- .007 .000 .080 .000 .000 .004 .000 .000 .000 .000 .000 .492 .001 .001 .205 .480 .125 .000 .002 .000 .043 .004 .061 .272 .142 .000 .014 .506 .005 .000 .000 .001 .000 .000 .000 .000 .000 .046 .000 .392 .000 .000 .000 .000 .000 .000 .000 .000 .000 .017 .009 .003 .004 .002 .002 .001 .021 .033 .000 .007 .001 .001 .000 .010 .014 .014 .005 .013 .321
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.206* .271** .217** .251** .270** -.002 .162* .151 .106 .155 .233** -.063 .199* .147 .041 -.050 -.059 .216** .244** .295** .139 .267** .200* .185* .185* .301** -.082 .025 -.158 .348** .253** .033 .148 .296** .186* .113 .178* -.166* .145 .004 .132 .188* .218** .307** 1.000 .285** .233** .251** .499** .377** -.211* .296** .325** .460** .471** .482** .402** .372** .424** .522** .293** .426** .393** .406** .337** .401** .431** .537** .648** .486**
Sig. (2- .011 .001 .007 .002 .001 .978 .047 .063 .197 .057 .004 .443 .014 .071 .623 .541 .475 .008 .003 .000 .087 .001 .014 .023 .023 .000 .315 .761 .052 .000 .002 .683 .069 .000 .021 .165 .028 .041 .075 .962 .107 .021 .007 .000 .000 .004 .002 .000 .000 .010 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.008 .055 -.120 -.013 .063 -.017 -.039 .005 .162* .271** .105 .137 -.085 -.048 .276** -.162* .200* .190* .173* .129 .165* .220** .228** .008 -.047 .026 .575** -.383** .062 -.001 .133 -.012 .129 .096 .227** .626** .429** -.170* .310** -.154 .341** .260** .418** .357** .285** #### .323** .560** .153 .132 -.024 .082 .132 .123 .135 .191* .116 .047 .063 .047 .230** .115 .120 .041 -.133 -.066 .059 .093 .094 .091
Sig. (2- .925 .498 .139 .877 .442 .839 .632 .954 .047 .001 .196 .093 .300 .559 .001 .046 .014 .019 .034 .114 .042 .006 .005 .919 .564 .755 .000 .000 .451 .987 .102 .887 .115 .239 .005 .000 .000 .037 .000 .059 .000 .001 .000 .000 .000 .000 .000 .060 .108 .776 .325 .109 .130 .099 .019 .158 .570 .440 .568 .005 .160 .145 .615 .106 .421 .474 .256 .249 .268
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.157 .226** .106 .217** .205* .097 .170* .238** .242** .273** .217** .155 .123 .165* .262** -.017 .163* .276** .338** .228** .195* .242** .273** .234** .093 .280** .212** -.133 -.136 .221** .246** .164* .273** .303** .258** .307** .308** -.194* .256** .034 .267** .244** .354** .348** .233** .323** 1.000 .416** .219** .176* -.039 .132 .110 .285** .204* .270** .206* .155 .226** .236** .269** .181* .256** .217** .144 .119 .211** .219** .241** .122
Sig. (2- .055 .005 .195 .008 .011 .235 .037 .003 .003 .001 .008 .057 .131 .043 .001 .833 .046 .001 .000 .005 .016 .003 .001 .004 .259 .000 .009 .104 .096 .006 .002 .044 .001 .000 .001 .000 .000 .017 .001 .678 .001 .003 .000 .000 .004 .000 .000 .007 .032 .637 .111 .186 .000 .012 .001 .012 .061 .005 .003 .001 .026 .002 .008 .080 .147 .010 .007 .003 .137
N 151 151 151 151 151 151 151 151 150 151 151 151 151 151 148 151 150 151 150 151 151 151 151 151 150 151 151 150 150 151 151 151 150 151 151 151 151 151 151 151 151 151 151 151 151 151 151 150 151 149 147 146 147 151 150 151 150 147 151 151 146 151 149 150 149 149 150 151 151 151
Correlat
 
.114 .046 .064 .126 .151 .085 .058 .144 .177* .088 .198* .284** .047 .057 .252** -.075 .345** .389** .150 .220** .203* .244** .163* .162* .046 .029 .477** -.259** .008 .004 .200* .053 .167* .224** .320** .422** .343** -.224** .282** -.043 .177* .229** .319** .346** .251** .560** .416** #### .224** .140 -.059 .104 .092 .168* .117 .189* .152 .047 .120 .126 .237** .125 .190* .107 .037 .038 .061 .121 .108 .085
Sig. (2- .165 .576 .433 .122 .064 .300 .480 .078 .031 .285 .015 .000 .567 .489 .002 .362 .000 .000 .067 .007 .012 .003 .045 .047 .574 .727 .000 .001 .921 .959 .014 .517 .042 .006 .000 .000 .000 .006 .000 .598 .030 .005 .000 .000 .002 .000 .000 .006 .088 .480 .209 .268 .039 .154 .020 .064 .576 .143 .126 .004 .127 .021 .196 .653 .649 .463 .138 .189 .300
N 151 151 151 151 151 151 151 151 150 151 151 151 151 151 149 151 151 151 151 151 151 151 151 151 150 151 151 150 151 151 151 151 150 151 151 151 151 150 150 151 150 150 151 151 151 151 150 151 151 149 147 146 147 151 150 151 149 146 151 150 145 151 149 149 149 149 149 151 151 150
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlat
 
.119 .241** .219** .208** .296** .026 .252** .117 .226** .120 .177* .071 .133 .136 -.037 -.073 -.039 .254** .130 .281** .181* .241** .256** .181* .206* .224** -.009 -.011 -.117 .361** .217** .185* .226** .198* .272** .189* .297** -.030 .240** .046 .159 .143 .165* .309** .499** .153 .219** .224** 1.000 .741** -.229** .512** .587** .636** .662** .642** .536** .606** .619** .619** .363** .623** .640** .510** .576** .585** .534** .672** .694** .497**
Sig. (2- .142 .003 .006 .010 .000 .753 .002 .151 .005 .141 .029 .381 .101 .095 .653 .373 .636 .002 .111 .000 .025 .003 .001 .025 .011 .005 .908 .897 .153 .000 .007 .022 .005 .014 .001 .020 .000 .711 .003 .571 .051 .079 .042 .000 .000 .060 .007 .006 .000 .005 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.157 .277** .150 .190* .287** .021 .260** .219** .186* .206* .214** -.009 .092 .127 -.026 -.101 -.060 .107 .192* .320** .208* .293** .258** .241** .141 .275** -.033 -.050 -.070 .345** .213** .191* .235** .302** .294** .165* .265** -.076 .235** -.119 .166* .110 .181* .313** .377** .132 .176* .140 .741** 1.000 -.369** .532** .725** .560** .561** .479** .583** .627** .529** .567** .417** .542** .475** .495** .495** .510** .461** .505** .542** .434**
Sig. (2- .054 .001 .066 .019 .000 .794 .001 .007 .022 .011 .008 .910 .260 .119 .755 .216 .465 .193 .018 .000 .010 .000 .001 .003 .086 .001 .687 .543 .398 .000 .009 .019 .004 .000 .000 .044 .001 .358 .004 .147 .044 .178 .026 .000 .000 .108 .032 .088 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 151 151 151 151 151 151 151 151 151 151 151 151 151 151 149 151 150 151 150 151 151 151 151 151 150 150 150 150 149 150 151 151 151 151 151 150 151 149 149 150 149 150 150 151 150 150 149 149 151 151 148 146 148 150 149 151 149 148 150 149 146 150 149 148 148 148 148 150 150 150
Correlat
 
-.121 -.193* -.050 -.108 -.182* -.132 -.178* -.125 -.088 -.101 -.152 .150 -.092 -.030 .024 .072 .103 -.052 -.226** -.125 -.051 -.160 -.110 -.048 -.157 -.165* .081 -.061 .034 -.230** -.097 -.090 -.040 -.217** -.145 -.023 -.064 .147 -.008 .152 -.078 -.108 -.119 -.196* -.211* -.024 -.039 -.059 -.229** -.369** 1.000 -.230** -.303** -.394** .345** -.261** -.386** -.319** -.248** -.316** -.110 -.304** -.255** -.291** -.285** -.189* -.249** -.245** -.231** -.244**
Sig. (2- .143 .019 .543 .191 .027 .109 .030 .129 .286 .224 .065 .069 .264 .720 .773 .383 .215 .533 .006 .129 .536 .052 .185 .565 .057 .044 .330 .459 .683 .005 .239 .279 .633 .008 .078 .778 .442 .077 .928 .065 .348 .195 .149 .017 .010 .776 .637 .480 .005 .000 .005 .000 .000 .000 .001 .000 .000 .002 .000 .188 .000 .002 .000 .000 .022 .002 .003 .005 .003
N 148 148 148 148 148 148 148 148 148 148 148 148 148 148 147 148 147 148 147 148 148 148 148 148 148 148 148 148 147 148 148 148 148 148 148 148 148 147 147 148 147 147 148 148 148 148 147 147 148 148 148 146 148 148 148 148 147 147 148 147 146 148 148 147 147 147 147 148 148 147
Correlat
 
.091 .161 .166* .193* .108 .036 .209* .044 .110 .120 .164* .076 .072 .119 -.026 -.007 -.028 .226** .141 .128 .064 .192* .083 .169* .150 .152 -.077 .095 -.017 .221** .258** .018 .074 .213** .197* .075 .167* -.124 .175* -.008 .069 .156 .175* .214** .296** .082 .132 .104 .512** .532** -.230** 1.000 .632** .346** .351** .315** .421** .433** .390** .411** .300** .307** .355** .322** .455** .333** .334** .357** .409** .308**
Sig. (2- .277 .053 .046 .020 .196 .664 .011 .599 .186 .148 .048 .360 .390 .152 .757 .930 .737 .006 .089 .124 .445 .020 .321 .041 .072 .067 .356 .252 .835 .007 .002 .831 .377 .010 .017 .368 .044 .135 .035 .925 .406 .060 .035 .009 .000 .325 .111 .209 .000 .000 .005 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 145 146 146 146 145 145 146 146 146 146
Correlat
 
.062 .233** .179* .134 .159 -.003 .130 .112 .091 .131 .150 .021 .039 .097 -.057 -.080 -.054 .115 .201* .176* .112 .247** .206* .215** .107 .225** .014 .031 -.023 .327** .188* .052 .092 .194* .227** .206* .209* -.027 .207* -.052 .103 .092 .256** .246** .325** .132 .110 .092 .587** .725** -.303** .632** 1.000 .489** .504** .429** .632** .698** .488** .531** .504** .465** .466** .500** .542** .461** .422** .453** .486** .444**
Sig. (2- .452 .004 .029 .105 .054 .971 .115 .174 .271 .112 .069 .801 .637 .239 .495 .332 .512 .166 .015 .032 .177 .003 .012 .009 .194 .006 .865 .710 .785 .000 .022 .528 .265 .018 .006 .012 .011 .746 .012 .526 .215 .268 .002 .003 .000 .109 .186 .268 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 148 148 148 148 148 148 148 148 148 148 148 148 148 148 147 148 147 148 147 148 148 148 148 148 148 148 148 148 147 148 148 148 148 148 148 148 148 147 147 148 147 147 148 148 148 148 147 147 148 148 148 146 148 148 148 148 147 147 148 147 146 148 148 147 147 147 147 148 148 147
Correlat
 
.090 .319** .250** .133 .302** .074 .203* .082 .090 .110 .213** .052 .163* .052 .124 .053 .058 .219** .149 .184* .050 .188* .249** .161* .087 .302** -.015 .024 -.145 .262** .133 .065 .163* .368** .257** .138 .188* -.136 .262** -.066 .220** .026 .102 .233** .460** .123 .285** .168* .636** .560** -.394** .346** .489** 1.000 .859** .793** .656** .636** .620** .695** .544** .738** .690** .549** .625** .542** .681** .696** .653** .462**
Sig. (2- .270 .000 .002 .103 .000 .367 .012 .312 .270 .177 .009 .521 .045 .528 .132 .515 .481 .007 .068 .023 .539 .020 .002 .047 .288 .000 .858 .768 .075 .001 .103 .426 .046 .000 .001 .091 .020 .097 .001 .420 .007 .749 .209 .004 .000 .130 .000 .039 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.143 .327** .197* .204* .310** .028 .239** .114 .141 .108 .183* .056 .166* .055 .071 -.011 .026 .237** .173* .202* .087 .160* .234** .206* .083 .379** -.060 .011 -.142 .299** .113 .114 .208* .307** .182* .158 .262** -.204* .210** -.072 .213** .065 .173* .255** .471** .135 .204* .117 .662** .561** -.345** .351** .504** .859** #### .806** .667** .699** .569** .674** .430** .721** .626** .507** .573** .514** .671** .712** .618** .509**
Sig. (2- .080 .000 .016 .012 .000 .732 .003 .165 .084 .185 .025 .498 .041 .503 .394 .898 .748 .003 .034 .013 .291 .049 .004 .011 .312 .000 .468 .890 .083 .000 .168 .165 .011 .000 .026 .052 .001 .012 .010 .381 .009 .428 .033 .002 .000 .099 .012 .154 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 151 151 151 151 151 151 151 151 150 151 151 151 151 151 148 151 150 151 150 151 151 151 151 151 150 151 151 150 150 151 151 151 150 151 151 151 151 150 150 151 150 150 151 151 151 151 150 150 151 149 148 146 148 151 151 151 149 147 151 150 146 151 150 150 150 150 150 151 151 150
Correlat
 
.033 .195* .171* .088 .194* .070 .133 .079 .083 .080 .106 -.009 .089 -.012 .046 .047 -.064 .153 .116 .180* .030 .107 .124 .180* .081 .240** -.029 .043 -.135 .170* .135 -.004 .136 .285** .173* .199* .265** -.103 .185* .043 .216** .143 .172* .251** .482** .191* .270** .189* .642** .479** -.261** .315** .429** .793** .806** 1.000 .623** .595** .606** .639** .441** .722** .698** .468** .563** .496** .608** .706** .604** .425**
Sig. (2- .688 .016 .035 .279 .016 .393 .102 .330 .309 .328 .191 .911 .271 .886 .575 .566 .431 .060 .156 .026 .710 .186 .128 .026 .323 .003 .721 .597 .099 .037 .097 .956 .096 .000 .033 .014 .001 .208 .023 .597 .008 .079 .034 .002 .000 .019 .001 .020 .000 .000 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 153 153 153 153 153 153 153 153 152 153 153 153 153 153 150 153 152 153 152 153 153 153 153 153 151 152 152 151 151 152 153 153 152 153 153 152 153 151 151 152 151 152 152 153 152 152 151 151 153 151 148 146 148 152 151 153 150 148 152 151 146 152 150 150 150 150 150 152 152 152
Correlat
 
.116 .301** .190* .187* .293** .138 .283** .232** .228** .194* .291** .032 .196* .080 .008 .013 .008 .211** .196* .226** .090 .270** .164* .281** .175* .444** -.116 .157 -.017 .288** .207* .125 .242** .314** .152 .130 .226** -.157 .186* -.019 .114 .093 .220** .262** .402** .116 .206* .152 .536** .583** -.386** .421** .632** .656** .667** .623** 1.000 .663** .595** .694** .565** .662** .620** .533** .532** .477** .513** .587** .541** .458**
Sig. (2- .157 .000 .020 .022 .000 .091 .000 .004 .005 .018 .000 .696 .016 .330 .918 .876 .922 .010 .017 .005 .272 .001 .045 .000 .032 .000 .159 .055 .832 .000 .011 .128 .003 .000 .063 .112 .005 .055 .023 .814 .166 .256 .007 .001 .000 .158 .012 .064 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 150 150 150 150 150 150 150 150 150 150 150 150 150 150 148 150 149 150 149 150 150 150 150 150 150 150 150 150 149 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 150 149 150 149 147 146 147 150 149 150 150 147 150 150 146 150 149 149 148 148 149 150 150 150
Correlat
 
.054 .259** .208* .129 .194* .084 .212** .076 .044 .080 .198* .005 .082 .017 -.072 -.015 -.036 .161 .130 .135 .014 .228** .226** .268** -.035 .294** -.061 -.055 -.057 .302** .126 .009 .149 .224** .183* .152 .173* -.146 .115 -.082 .166* .035 .089 .189* .372** .047 .155 .047 .606** .627** -.319** .433** .698** .636** .699** .595** .663** 1.000 .604** .688** .448** .630** .532** .519** .580** .550** .531** .617** .566** .495**
Sig. (2- .512 .001 .011 .118 .018 .309 .010 .360 .593 .333 .016 .950 .323 .839 .388 .853 .668 .051 .115 .102 .865 .005 .006 .001 .677 .000 .464 .506 .498 .000 .128 .911 .071 .006 .026 .067 .035 .078 .164 .321 .044 .674 .285 .021 .000 .570 .061 .576 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 148 148 148 148 148 148 148 148 148 148 148 148 148 148 147 148 147 148 147 148 148 148 148 148 147 147 147 147 146 147 148 148 148 148 148 147 148 147 147 147 147 148 147 148 147 147 147 146 148 148 147 146 147 147 147 148 147 148 147 147 146 147 147 147 146 146 147 147 147 148
Correlat
 
.149 .253** .278** .160* .278** .154 .263** .070 .068 .105 .188* .141 .248** .165* .093 .027 .025 .173* .192* .134 .111 .272** .261** .379** .154 .292** -.094 .103 -.006 .333** .098 .184* .243** .271** .152 .074 .145 -.114 .219** .061 .144 .098 .105 .173* .424** .063 .226** .120 .619** .529** -.248** .390** .488** .620** .569** .606** .595** .604** 1.000 .803** .450** .684** .652** .637** .634** .775** .624** .697** .759** .553**
Sig. (2- .068 .002 .001 .049 .001 .058 .001 .391 .406 .196 .020 .082 .002 .043 .258 .746 .761 .033 .018 .099 .175 .001 .001 .000 .060 .000 .249 .206 .946 .000 .229 .023 .003 .001 .061 .363 .076 .162 .007 .458 .077 .234 .197 .033 .000 .440 .005 .143 .000 .000 .002 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.286** .406** .287** .271** .428** .178* .392** .197* .139 .190* .299** .127 .249** .155 .036 .052 -.012 .221** .228** .272** .073 .220** .189* .361** .153 .372** -.184* .180* -.130 .401** .230** .168* .314** .374** .189* .073 .168* -.192* .227** .011 .172* .056 .168* .286** .522** .047 .236** .126 .619** .567** -.316** .411** .531** .695** .674** .639** .694** .688** .803** 1.000 .566** .728** .594** .682** .652** .753** .685** .710** .763** .666**
Sig. (2- .000 .000 .000 .001 .000 .029 .000 .015 .090 .020 .000 .120 .002 .058 .663 .524 .886 .006 .005 .001 .375 .007 .020 .000 .062 .000 .024 .027 .114 .000 .005 .039 .000 .000 .020 .374 .039 .018 .005 .890 .034 .494 .039 .000 .000 .568 .003 .126 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 151 151 151 151 151 151 151 151 150 151 151 151 151 151 148 151 150 151 150 151 151 151 151 151 150 151 151 150 150 151 151 151 150 151 151 151 151 151 151 151 151 151 151 151 151 151 151 150 151 149 147 146 147 151 150 151 150 147 151 151 146 151 149 150 149 149 150 151 151 151
Correlat
 
.176* .259** .258** .106 .221** .048 .206* .201* .203* .196* .219** .235** .059 .068 .088 -.044 .034 .131 .197* .086 .152 .200* .180* .260** .102 .337** .119 -.093 -.061 .187* .172* .039 .246** .279** .171* .252** .173* -.111 .433** -.049 .106 .049 .255** .223** .293** .230** .269** .237** .363** .417** -.110 .300** .504** .544** .430** .441** .565** .448** .450** .566** 1.000 .550** .552** .434** .409** .391** .458** .473** .440** .390**
Sig. (2- .033 .002 .002 .203 .007 .564 .013 .015 .014 .018 .008 .004 .482 .413 .290 .598 .682 .116 .018 .304 .066 .015 .030 .002 .220 .000 .152 .262 .467 .024 .038 .644 .003 .001 .039 .002 .037 .183 .000 .559 .203 .556 .002 .007 .000 .005 .001 .004 .000 .000 .188 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 146 146 146 146 146 146 146 146 146 146 146 146 146 146 145 146 145 146 145 146 146 146 146 146 146 146 146 146 145 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 145 146 146 146 145 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146 146
Correlat
 
.124 .274** .212** .168* .285** .065 .217** .120 .104 .098 .203* .042 .133 .056 .021 .000 -.044 .111 .124 .178* .082 .154 .128 .265** .133 .301** -.041 .066 -.115 .209** .094 .095 .263** .239** .147 .113 .212** -.126 .181* .021 .267** .061 .163* .262** .426** .115 .181* .125 .623** .542** -.304** .307** .465** .738** .721** .722** .662** .630** .684** .728** .550** 1.000 .779** .628** .644** .587** .655** .743** .681** .534**
Sig. (2- .128 .001 .009 .039 .000 .430 .007 .142 .202 .228 .012 .610 .103 .491 .796 .995 .589 .174 .131 .028 .318 .059 .117 .001 .103 .000 .612 .420 .160 .010 .251 .244 .001 .003 .070 .166 .009 .125 .026 .800 .001 .457 .044 .001 .000 .160 .026 .127 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.063 .141 .176* .074 .133 -.020 .086 .078 .097 .080 .127 .075 .145 -.028 .111 -.019 .022 .200* .150 .142 .117 .220** .191* .218** .188* .367** -.050 .001 -.062 .200* .026 .042 .112 .254** .154 .101 .197* -.048 .225** .095 .150 .171* .200* .281** .393** .120 .256** .190* .640** .475** -.255** .355** .466** .690** .626** .698** .620** .532** .652** .594** .552** .779** #### .621** .544** .520** .595** .777** .657** .489**
Sig. (2- .446 .085 .032 .366 .105 .807 .295 .344 .236 .331 .123 .365 .077 .730 .177 .819 .795 .014 .067 .084 .156 .007 .019 .007 .021 .000 .547 .993 .453 .014 .753 .609 .173 .002 .060 .220 .016 .565 .006 .249 .067 .037 .014 .001 .000 .145 .002 .021 .000 .000 .002 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 150 150 150 150 150 150 150 150 150 150 150 150 150 150 148 150 149 150 149 150 150 150 150 150 150 150 150 150 149 150 150 150 150 150 150 150 150 149 149 150 149 149 150 150 150 150 149 149 150 149 148 146 148 150 150 150 149 147 150 149 146 150 150 149 149 149 149 150 150 149
Correlat
 
.272** .418** .291** .212** .335** .119 .283** .264** .163* .176* .269** .122 .194* .128 .129 .036 .009 .184* .221** .274** .072 .246** .252** .143 .200* .285** -.124 .067 -.213** .356** .220** .218** .269** .361** .179* .020 .100 -.091 .130 .047 .184* .077 .158 .324** .406** .041 .217** .107 .510** .495** -.291** .322** .500** .549** .507** .468** .533** .519** .637** .682** .434** .628** .621** 1.000 .620** .673** .594** .666** .671** .487**
Sig. (2- .001 .000 .000 .009 .000 .146 .000 .001 .047 .032 .001 .138 .018 .119 .118 .661 .910 .025 .007 .001 .378 .002 .002 .081 .015 .000 .131 .414 .009 .000 .007 .007 .001 .000 .028 .806 .222 .266 .112 .566 .024 .348 .054 .000 .000 .615 .008 .196 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 150 150 150 150 150 150 150 150 149 150 150 150 150 150 147 150 149 150 149 150 150 150 150 150 149 150 150 149 149 150 150 150 149 150 150 150 150 150 150 150 150 150 150 150 150 150 150 149 150 148 147 146 147 150 150 150 149 147 150 150 146 150 149 150 149 149 150 150 150 150
Correlat
 
.157 .319** .285** .268** .272** .089 .284** .147 .068 .109 .183* .103 .222** .153 .021 .102 -.003 .185* .173* .179* .034 .170* .131 .286** .194* .206* -.082 .158 -.144 .279** .208* .083 .157 .363** .241** .023 .144 -.015 .105 .029 .163* .077 .075 .211** .337** -.133 .144 .037 .576** .495** -.285** .455** .542** .625** .573** .563** .532** .580** .634** .652** .409** .644** .544** .620** 1.000 .706** .648** .616** .647** .387**
Sig. (2- .055 .000 .000 .001 .001 .280 .000 .073 .409 .183 .025 .211 .006 .062 .798 .215 .971 .023 .035 .028 .680 .038 .110 .000 .017 .011 .319 .054 .080 .001 .010 .315 .056 .000 .003 .779 .079 .860 .202 .723 .047 .351 .362 .010 .000 .106 .080 .653 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 150 150 150 150 150 150 150 150 149 150 150 150 150 150 147 150 149 150 149 150 150 150 150 150 149 150 150 149 149 150 150 150 149 150 150 150 150 149 149 150 149 149 150 150 150 150 149 149 150 148 147 145 147 150 150 150 148 146 150 149 146 150 149 149 150 150 149 150 150 149
Correlat
 
.191* .355** .286** .217** .318** .189* .287** .085 .022 .044 .178* .125 .254** .223** .029 .081 .003 .158 .206* .145 .014 .146 .150 .264** .226** .189* -.165* .154 -.135 .362** .187* .213** .262** .311** .157 .023 .117 .040 .125 .001 .110 .045 .045 .201* .401** -.066 .119 .038 .585** .510** -.189* .333** .461** .542** .514** .496** .477** .550** .775** .753** .391** .587** .520** .673** .706** 1.000 .670** .642** .725** .548**
Sig. (2- .019 .000 .000 .008 .000 .021 .000 .302 .789 .591 .029 .127 .002 .006 .725 .326 .973 .053 .012 .077 .869 .075 .067 .001 .006 .021 .043 .061 .100 .000 .022 .009 .001 .000 .055 .777 .154 .627 .130 .990 .181 .583 .589 .014 .000 .421 .147 .649 .000 .000 .022 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 150 150 150 150 150 150 150 150 149 150 150 150 150 150 147 150 149 150 149 150 150 150 150 150 149 150 150 149 149 150 150 150 149 150 150 150 150 149 149 150 149 149 150 150 150 150 149 149 150 148 147 145 147 150 150 150 148 146 150 149 146 150 149 149 150 150 149 150 150 149
Correlat
 
.169* .309** .208* .192* .296** .018 .199* .044 .118 .057 .105 .108 .155 .096 .016 -.034 -.041 .154 .259** .105 .102 .101 .190* .240** .071 .224** -.113 .107 -.164* .219** .103 .121 .184* .323** .264** .068 .181* -.162* .127 -.016 .281** .037 .149 .201* .431** .059 .211** .061 .534** .461** -.249** .334** .422** .681** .671** .608** .513** .531** .624** .685** .458** .655** .595** .594** .648** .670** 1.000 .715** .709** .558**
Sig. (2- .039 .000 .011 .019 .000 .831 .014 .590 .152 .485 .202 .189 .058 .242 .843 .683 .620 .060 .001 .200 .216 .219 .020 .003 .387 .006 .170 .196 .046 .007 .212 .140 .025 .000 .001 .405 .026 .047 .122 .846 .000 .656 .069 .014 .000 .474 .010 .463 .000 .000 .002 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 150 150 150 150 150 150 150 150 149 150 150 150 150 150 147 150 149 150 149 150 150 150 150 150 149 150 150 149 149 150 150 150 149 150 150 150 150 150 150 150 150 150 150 150 150 150 150 149 150 148 147 146 147 150 150 150 149 147 150 150 146 150 149 150 149 149 150 150 150 150
Correlat
 
.117 .233** .198* .151 .237** .030 .173* .087 .147 .065 .130 .062 .088 -.011 .060 -.137 -.016 .250** .207* .185* .178* .221** .216** .308** .169* .336** -.150 .028 -.082 .249** .056 .066 .147 .260** .177* .156 .219** -.041 .089 .000 .226** .113 .148 .229** .537** .093 .219** .121 .672** .505** -.245** .357** .453** .696** .712** .706** .587** .617** .697** .710** .473** .743** .777** .666** .616** .642** .715** 1.000 .824** .589**
Sig. (2- .152 .004 .015 .064 .003 .716 .033 .285 .072 .429 .110 .447 .281 .897 .464 .093 .848 .002 .011 .022 .029 .006 .007 .000 .038 .000 .065 .735 .316 .002 .493 .416 .071 .001 .029 .055 .007 .616 .276 .998 .005 .167 .069 .005 .000 .256 .007 .138 .000 .000 .003 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.208* .280** .239** .207* .249** .093 .252** .083 .121 .103 .208* .052 .176* .156 .028 -.004 -.007 .203* .188* .197* .109 .262** .259** .277** .189* .268** -.175* .137 -.092 .386** .148 .134 .226** .261** .218** .075 .193* -.055 .146 .052 .207* .061 .147 .200* .648** .094 .241** .108 .694** .542** -.231** .409** .486** .653** .618** .604** .541** .566** .759** .763** .440** .681** .657** .671** .647** .725** .709** .824** 1.000 .645**
Sig. (2- .010 .000 .003 .011 .002 .254 .002 .309 .140 .206 .010 .522 .030 .055 .737 .963 .928 .012 .021 .015 .182 .001 .001 .001 .020 .001 .031 .093 .260 .000 .069 .099 .005 .001 .007 .358 .017 .506 .073 .529 .011 .459 .071 .013 .000 .249 .003 .189 .000 .000 .005 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 151 152 152 151 151 152 152 152 151 152 152 152 152 151 151 152 151 151 152 152 152 152 151 151 152 150 148 146 148 152 151 152 150 147 152 151 146 152 150 150 150 150 150 152 152 151
Correlat
 
.170* .163* .108 .132 .184* .046 .136 .011 .154 .103 .135 .070 .107 .094 .042 .002 -.134 .093 .226** .076 .133 .163* .154 .334** .095 .208* -.144 .161* .035 .235** .064 .109 .183* .174* .099 .128 .131 -.074 .166* .100 .161* .059 .113 .081 .486** .091 .122 .085 .497** .434** -.244** .308** .444** .462** .509** .425** .458** .495** .553** .666** .390** .534** .489** .487** .387** .548** .558** .589** .645** 1.000
Sig. (2- .036 .045 .187 .104 .023 .570 .095 .889 .060 .206 .097 .392 .188 .251 .611 .977 .101 .254 .005 .353 .103 .045 .057 .000 .248 .011 .078 .049 .675 .004 .433 .183 .024 .032 .225 .118 .108 .365 .041 .221 .048 .472 .169 .321 .000 .268 .137 .300 .000 .000 .003 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000
N 152 152 152 152 152 152 152 152 151 152 152 152 152 152 149 152 151 152 151 152 152 152 152 152 150 151 151 150 150 151 152 152 151 152 152 151 152 151 151 151 151 152 151 152 151 151 151 150 152 150 147 146 147 151 150 152 150 148 151 151 146 151 149 150 149 149 150 151 151 152
L16
L17
L18
L19
L20
L21
L22
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
L17
L18
L19
L20
L21
L22
L18
L19
L20
L21
L22
L17
L21
L22
L19
L7
L8
L9
L10
L11
L12
L13
L14
L15
R12
R13
R14
L1
L2
L3
L4
L5
L6
R3
R4
R5
R6
R7
R8
R9
R10
R11
M11
M12
M13
M14
M15
M16
M17
R1
R2
M2
M3
M4
M5
M6
M7
M8
M9
M10
EE1
EE2
EE3
EE4
EE5
EE6
EE7
EE8
EE9
EE10
EE11
EE12
EE13
EE14
EE15
EE16
EE17
M1
L8
L9
L10
L11
L12
L13
L14
L15
L16
R13
R14
L1
L2
L3
L4
L5
L6
L7
R4
R5
R6
R7
R8
R9
R10
R11
R12
M12
M13
M14
M15
M16
M17
R1
R2
R3
M3
M4
M5
M6
M7
M8
M9
M10
M11
EE1
EE2
EE3
EE4
EE5
EE6
EE7
EE8
EE9
EE10
EE11
EE12
EE13
EE14
EE15
EE16
EE17
M1
M2
L9
L10
L11
L12
L13
L14
L15
L16
R14
L1
L2
L3
L4
L5
L6
L7
L8
R5
R6
R7
R8
R9
R10
R11
R12
R13
M13
M14
M15
M16
M17
R1
R2
R3
R4
M4
M5
M6
M7
M8
M9
M10
M11
M12
EE1
EE2
EE3
EE4
EE5
EE6
EE7
EE8
EE9
EE10
EE11
EE12
EE13
EE14
EE15
EE16
EE17
M1
M2
M3
L12
L13
L14
L15
L16
L17
L18
R8
R9
R10
R11
R12
R13
R14
L1
L2
M16
M17
R1
R2
R3
R4
L20
L3
L4
L5
L6
L7
L8
L9
L10
L11
M6
R5
R6
R7
M7
M8
M9
M10
M11
M12
M13
M14
M15
Spearm
an's rho
EE1
EE2
EE3
EE4
EE5
EE6
EE7
EE8
EE9
EE10
EE11
EE12
EE13
EE14
EE15
EE16
EE17
M1
M2
M3
M4
M5
TABLE 23: CORRELATION DATA - RARELY OR NEVER IN A STATE OF FLOW
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation 1.000 .706** .251 .644** .466* -.005 .580** .499* .340 .455* .340 -.009 .082 .149 .180 -.215 .056 .583** .262 .363 .296 .277 .471* .516** .420* .210 -.020 -.150 -.170 .058 .362 .020 .345 .221 .003 -.129 .008 -.256 .141 -.136 -.195 .175 .309 .426* .154 -.014 .366 .056 .400* .159 -.033 -.094 .177 .488* .320 .325 .388 .150 .309 .411* .144 .388 .348 .466* .525** .262 .321 .405* .386 .235
Sig. (2-tailed) .000 .227 .001 .019 .983 .002 .011 .104 .022 .096 .965 .698 .486 .400 .301 .791 .002 .206 .075 .150 .180 .017 .008 .037 .315 .924 .475 .417 .782 .076 .923 .091 .299 .988 .538 .969 .216 .500 .518 .351 .402 .133 .034 .461 .949 .078 .789 .048 .458 .883 .686 .430 .013 .119 .113 .061 .483 .133 .041 .524 .055 .088 .019 .007 .206 .118 .045 .057 .269
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .706** 1.000 .158 .426* .542** -.019 .871** .556** .390 .495* .521** -.080 .088 .273 .181 .180 -.104 .589** .200 .395 .103 .119 .200 .255 .561** .135 -.337 -.108 -.204 .110 .586** .159 .561** .503* -.371 -.408* -.230 -.227 .078 .181 -.370 -.223 -.034 .676** .482* -.308 -.002 -.033 .483* .304 -.036 -.368 .283 .502* .535** .436* .649** .410* .487* .638** .302 .445* .380 .412* .616** .527** .509** .441* .533** .661**
Sig. (2-tailed) .000 .450 .034 .005 .928 .000 .004 .059 .012 .008 .705 .676 .196 .396 .389 .622 .002 .337 .051 .624 .571 .337 .218 .004 .521 .100 .606 .328 .601 .002 .447 .004 .012 .068 .043 .268 .276 .711 .386 .069 .283 .871 .000 .015 .134 .993 .877 .014 .149 .875 .101 .201 .011 .006 .029 .001 .047 .013 .001 .171 .026 .061 .041 .001 .007 .009 .027 .006 .000
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .251 .158 1.000 .294 .439* .261 .088 .164 -.048 .063 .024 .034 .407* .200 .117 .114 .152 .217 -.015 .125 -.132 -.291 -.220 -.026 -.184 -.120 .014 -.032 -.273 .135 -.135 .308 .135 .181 .053 -.031 .151 -.249 -.140 -.043 .246 .057 .332 .414* -.031 .015 .037 .036 .190 .039 -.176 -.117 .018 .201 .121 .255 .051 .097 .145 .094 .079 .074 .110 .412* .252 .237 .186 .177 .281 .174
Sig. (2-tailed) .227 .450 .154 .028 .208 .677 .433 .822 .764 .910 .871 .044 .348 .585 .587 .469 .297 .944 .551 .529 .159 .291 .902 .377 .566 .948 .880 .186 .519 .519 .134 .519 .396 .801 .885 .472 .230 .504 .839 .237 .786 .105 .040 .883 .944 .865 .863 .362 .855 .433 .613 .937 .336 .566 .219 .812 .652 .490 .654 .727 .725 .601 .041 .224 .255 .372 .398 .174 .416
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .644** .426* .294 1.000 .593** .410* .295 .537** .520** .560** .517** .138 .115 .547** .601** -.009 .020 .252 .033 .061 -.081 -.085 .233 .342 -.032 .252 -.149 -.053 -.095 .170 .465* .112 .440* .449* .062 -.061 .023 -.076 .095 -.053 .108 .161 .317 .504* .062 -.080 .322 -.057 .379 .224 .017 .160 .167 .442* .182 .275 .376 .228 .233 .320 .127 .379 .311 .425* .410* .118 .295 .312 .351 .284
Sig. (2-tailed) .001 .034 .154 .002 .042 .153 .006 .009 .004 .008 .511 .583 .006 .002 .967 .924 .224 .876 .771 .699 .688 .263 .094 .880 .225 .478 .801 .651 .416 .019 .594 .028 .028 .767 .774 .915 .718 .650 .800 .606 .442 .123 .010 .769 .702 .125 .785 .062 .293 .940 .489 .457 .027 .384 .184 .070 .285 .263 .119 .574 .062 .130 .034 .042 .573 .152 .129 .085 .178
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .466* .542** .439* .593** 1.000 .202 .458* .424* .381 .409* .486* .280 .402* .644** .354 .195 -.089 .394 .142 .371 -.022 -.010 .141 .227 .191 .217 -.022 -.038 -.245 .274 .535** .301 .638** .544** -.187 -.284 -.084 -.298 -.167 .228 -.128 -.136 .154 .724** .359 -.144 .270 -.078 .425* .401 -.055 -.034 .372 .367 .342 .334 .559** .460* .289 .388 .140 .349 .282 .545** .485* .336 .461* .415* .476* .391
Sig. (2-tailed) .019 .005 .028 .002 .333 .021 .035 .066 .042 .014 .175 .047 .001 .090 .350 .672 .051 .498 .068 .916 .962 .503 .275 .361 .298 .919 .858 .238 .185 .006 .144 .001 .006 .371 .170 .691 .147 .426 .272 .543 .518 .462 .000 .078 .492 .202 .711 .034 .052 .809 .885 .089 .071 .094 .102 .004 .024 .161 .055 .536 .087 .171 .005 .014 .101 .020 .039 .016 .059
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation -.005 -.019 .261 .410* .202 1.000 .120 .108 -.019 -.057 .061 .043 .160 .523** .317 .135 .090 .101 -.134 .157 -.028 -.211 -.249 -.069 -.306 -.161 .015 .059 -.065 .612** .238 .367 .082 .469* .087 .029 .156 -.126 .199 -.164 .254 .203 .262 .307 -.335 -.032 .174 .106 -.305 -.327 .178 -.335 -.421 -.211 -.314 -.259 -.174 -.203 -.366 -.220 -.250 -.294 -.395 -.167 -.226 -.381 -.169 -.308 -.163 -.127
Sig. (2-tailed) .983 .928 .208 .042 .333 .568 .608 .928 .788 .771 .840 .445 .009 .132 .519 .670 .629 .522 .453 .894 .310 .230 .743 .138 .442 .945 .780 .757 .001 .251 .071 .696 .021 .681 .892 .456 .547 .339 .432 .221 .330 .205 .136 .102 .880 .417 .615 .138 .119 .427 .137 .051 .312 .127 .210 .416 .342 .072 .290 .261 .154 .051 .426 .277 .061 .420 .135 .437 .554
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .580** .871** .088 .295 .458* .120 1.000 .468* .348 .545** .537** -.067 .085 .219 .108 .045 -.094 .633** .281 .471* .156 .316 .299 .214 .450* .228 -.202 -.178 -.031 .233 .606** .262 .558** .491* -.234 -.241 -.008 -.222 .143 -.006 -.274 -.075 .044 .678** .483* -.262 .133 .143 .339 .187 -.035 -.431 .248 .385 .401* .358 .492* .281 .422* .461* .311 .385 .303 .295 .540** .533** .380 .404* .508** .414*
Sig. (2-tailed) .002 .000 .677 .153 .021 .568 .018 .095 .005 .006 .751 .686 .304 .614 .832 .655 .001 .174 .018 .458 .123 .147 .305 .024 .274 .333 .395 .884 .262 .001 .206 .004 .015 .260 .245 .970 .287 .495 .978 .185 .720 .836 .000 .015 .206 .535 .497 .098 .382 .877 .051 .265 .057 .047 .079 .015 .184 .035 .020 .159 .058 .141 .152 .005 .006 .061 .045 .009 .044
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .499* .556** .164 .537** .424* .108 .468* 1.000 .481* .554** .419* .150 -.055 .263 .543** -.067 .039 .337 .211 .109 -.018 .035 .132 -.025 .434* .289 -.265 -.151 -.264 .023 .524** -.094 .294 .303 -.035 -.085 .095 -.120 -.144 .106 -.106 .135 .026 .548** .429* -.060 .215 .161 .259 .084 -.009 -.060 .196 .319 .141 .110 .284 .062 .267 .235 .191 .397* .314 .318 .428* .260 .222 .283 .377 .258
Sig. (2-tailed) .011 .004 .433 .006 .035 .608 .018 .017 .004 .037 .473 .794 .214 .006 .752 .854 .099 .311 .605 .930 .867 .531 .907 .030 .162 .201 .471 .203 .915 .007 .656 .153 .150 .866 .686 .650 .567 .492 .613 .613 .520 .901 .005 .032 .777 .313 .442 .210 .698 .968 .796 .383 .121 .502 .601 .179 .773 .198 .258 .393 .050 .126 .121 .033 .209 .287 .170 .063 .223
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .340 .390 -.048 .520** .381 -.019 .348 .481* 1.000 .828** .811** .410* .000 .474* .380 .042 -.220 .238 .031 .147 -.057 .072 .182 .124 .266 .582** .091 -.072 .158 -.173 .353 .056 .549** .425* .092 .003 .222 .044 .208 .106 -.001 -.031 -.018 .376 .588** -.006 .299 .213 .275 .232 .172 .327 .261 .356 .276 .210 .422* .178 .225 .358 .280 .201 .296 .189 .316 .247 .306 .157 .303 .346
Sig. (2-tailed) .104 .059 .822 .009 .066 .928 .095 .017 .000 .000 .047 .999 .022 .074 .846 .302 .263 .885 .494 .790 .738 .395 .565 .208 .003 .673 .739 .462 .419 .091 .793 .005 .043 .668 .988 .296 .838 .330 .624 .995 .886 .934 .070 .003 .979 .165 .317 .194 .287 .444 .148 .240 .087 .192 .326 .045 .418 .290 .085 .207 .346 .161 .376 .132 .245 .146 .464 .151 .106
N 24 24 24 24 24 24 24 24 24 24 24 24 24 23 23 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 23 24 24 24 24 24 24 24 24 24 24 24 24 23 24 24 23 22 21 22 24 24 24 23 23 24 24 22 24 24 24 24 24 24 24 24 23
Correlation .455* .495* .063 .560** .409* -.057 .545** .554** .828** 1.000 .810** .145 .074 .349 .471* -.117 -.001 .352 .186 .202 -.113 .221 .326 .099 .125 .505** -.073 -.203 .066 -.171 .403* -.098 .484* .315 .063 .036 .307 -.040 .096 -.001 .032 .038 .046 .551** .501* .107 .349 .363 .381 .124 .041 .080 .362 .472* .274 .323 .359 .154 .424* .309 .373 .508** .474* .362 .554** .420* .300 .399* .462* .266
Sig. (2-tailed) .022 .012 .764 .004 .042 .788 .005 .004 .000 .000 .489 .725 .095 .020 .578 .997 .084 .374 .334 .591 .288 .111 .639 .551 .010 .729 .331 .753 .414 .046 .641 .014 .134 .765 .865 .136 .848 .648 .995 .880 .857 .829 .004 .011 .612 .095 .075 .060 .565 .855 .729 .097 .017 .184 .115 .085 .472 .035 .133 .088 .010 .017 .076 .004 .036 .146 .048 .020 .208
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .340 .521** .024 .517** .486* .061 .537** .419* .811** .810** 1.000 .355 .284 .586** .282 .200 -.211 .346 .008 .292 -.168 .138 .126 .070 .240 .464* .002 -.100 -.062 -.099 .524** .124 .551** .512* -.274 -.233 .030 -.064 .116 .256 -.107 -.189 -.047 .630** .558** -.194 .191 .117 .415* .375 -.018 .143 .350 .466* .378 .359 .524** .388 .398* .458* .355 .449* .400* .435* .480* .466* .451* .408* .499* .479*
Sig. (2-tailed) .096 .008 .910 .008 .014 .771 .006 .037 .000 .000 .082 .169 .003 .182 .338 .312 .090 .969 .157 .423 .511 .549 .739 .247 .019 .993 .636 .768 .638 .007 .556 .004 .011 .184 .263 .889 .760 .580 .216 .612 .366 .822 .001 .004 .354 .371 .579 .039 .071 .937 .536 .111 .019 .063 .078 .009 .061 .049 .021 .105 .024 .047 .030 .015 .019 .024 .043 .011 .018
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation -.009 -.080 .034 .138 .280 .043 -.067 .150 .410* .145 .355 1.000 -.078 .335 -.013 .098 -.026 .113 .061 -.071 -.038 .105 .114 -.058 .234 .247 .497* -.248 .077 -.243 .026 -.044 .112 -.035 -.029 .035 .051 -.152 -.157 .219 -.089 -.069 -.114 .025 .278 .003 .235 .014 .103 .171 .242 .515* .045 -.016 .067 .030 -.080 -.013 .050 .055 .030 -.022 .107 .124 -.078 .036 .340 .111 .125 -.152
Sig. (2-tailed) .965 .705 .871 .511 .175 .840 .751 .473 .047 .489 .082 .709 .109 .953 .642 .900 .590 .772 .737 .858 .618 .588 .782 .261 .233 .012 .233 .716 .242 .903 .835 .593 .870 .890 .870 .808 .469 .455 .293 .672 .742 .588 .907 .178 .991 .269 .945 .625 .423 .278 .017 .841 .941 .749 .886 .709 .953 .811 .793 .894 .917 .611 .553 .712 .865 .096 .596 .553 .480
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .082 .088 .407* .115 .402* .160 .085 -.055 .000 .074 .284 -.078 1.000 .451* -.046 .265 -.087 .156 -.280 .508** -.098 -.227 -.254 .197 .088 -.105 -.011 .414* -.442* .313 .103 .409* .207 .188 -.162 -.259 -.025 -.273 -.080 .094 .117 .024 .282 .378 -.069 -.077 -.028 -.002 .139 .118 -.236 -.202 .045 .291 .155 .249 .290 .227 .076 .174 -.117 .170 .054 .382 .257 .108 .072 .280 .163 .236
Sig. (2-tailed) .698 .676 .044 .583 .047 .445 .686 .794 .999 .725 .169 .709 .027 .831 .201 .679 .455 .175 .010 .641 .276 .221 .346 .674 .617 .958 .039 .027 .128 .625 .042 .320 .378 .439 .211 .907 .187 .706 .654 .577 .909 .172 .063 .743 .714 .897 .992 .509 .582 .291 .379 .842 .158 .459 .229 .169 .285 .719 .405 .604 .417 .798 .059 .214 .608 .733 .174 .435 .267
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .149 .273 .200 .547** .644** .523** .219 .263 .474* .349 .586** .335 .451* 1.000 .349 .437* -.384 .056 -.296 .192 -.082 -.038 -.139 .147 -.074 .270 -.048 .353 -.238 .419* .361 .260 .415* .459* -.124 -.355 -.048 -.312 -.010 .288 .078 -.003 .180 .637** .106 -.186 .166 -.083 .303 .232 -.046 .065 .179 .324 .252 .232 .357 .292 .189 .296 .092 .219 .125 .317 .274 .144 .388 .199 .273 .324
Sig. (2-tailed) .486 .196 .348 .006 .001 .009 .304 .214 .022 .095 .003 .109 .027 .094 .033 .064 .796 .160 .368 .702 .860 .516 .494 .731 .203 .825 .090 .262 .041 .083 .220 .044 .024 .565 .089 .825 .137 .963 .172 .717 .988 .400 .001 .622 .385 .437 .700 .149 .287 .843 .786 .437 .122 .235 .276 .094 .176 .376 .160 .693 .304 .560 .131 .195 .503 .061 .350 .198 .131
N 24 24 24 24 24 24 24 24 23 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 23 21 20 21 24 24 24 23 23 24 24 21 24 24 24 24 24 24 24 24 23
Correlation .180 .181 .117 .601** .354 .317 .108 .543** .380 .471* .282 -.013 -.046 .349 1.000 -.123 .188 .188 .227 -.016 -.145 -.253 .075 -.032 -.243 .266 -.200 .002 -.009 .050 .327 -.101 .262 .349 .179 .136 .200 -.004 .240 -.195 .341 .189 .196 .353 .098 .240 .558** .143 .162 -.014 -.007 -.175 .006 .208 .010 .005 .146 -.105 .209 .090 .114 .190 .192 .130 .216 .065 .190 .130 .245 .075
Sig. (2-tailed) .400 .396 .585 .002 .090 .132 .614 .006 .074 .020 .182 .953 .831 .094 .568 .379 .380 .286 .942 .500 .233 .726 .883 .253 .210 .349 .994 .967 .818 .118 .639 .217 .094 .402 .526 .349 .986 .258 .362 .103 .377 .358 .091 .650 .259 .005 .504 .449 .949 .975 .461 .978 .330 .963 .983 .505 .633 .326 .676 .621 .375 .369 .546 .312 .764 .375 .544 .248 .734
N 24 24 24 24 24 24 24 24 23 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 23 21 20 21 24 24 24 23 23 24 24 21 24 24 24 24 24 24 24 24 23
Correlation -.215 .180 .114 -.009 .195 .135 .045 -.067 .042 -.117 .200 .098 .265 .437* -.123 1.000 -.450* -.028 -.473* -.013 -.576** -.380 -.628** -.196 .082 -.208 -.456* .445* -.116 .050 .201 .035 .090 .275 -.691** -.603** -.599** -.027 -.131 .647** -.404* -.585** -.552** .250 .073 -.487* -.407* -.491* .189 .225 .032 .060 .042 .202 .301 .261 .450* .361 .168 .413* .111 .143 .090 .128 .135 .120 .261 .074 .158 .584**
Sig. (2-tailed) .301 .389 .587 .967 .350 .519 .832 .752 .846 .578 .338 .642 .201 .033 .568 .024 .896 .017 .951 .003 .061 .001 .348 .698 .318 .022 .026 .581 .812 .335 .870 .668 .193 .000 .001 .002 .899 .534 .000 .045 .002 .004 .229 .730 .013 .048 .013 .365 .290 .887 .795 .851 .332 .144 .207 .027 .083 .422 .040 .622 .496 .669 .542 .521 .569 .207 .724 .450 .003
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .056 -.104 .152 .020 -.089 .090 -.094 .039 -.220 -.001 -.211 -.026 -.087 -.384 .188 -.450* 1.000 .105 .298 .256 .000 -.131 .106 -.174 -.030 -.443* .170 -.444* -.147 -.067 -.317 -.198 -.392 -.145 .147 .347 .329 .046 -.023 -.132 -.001 -.147 .024 -.078 -.048 .490* .221 .465* -.231 -.409* .205 -.222 -.388 -.188 -.374 -.282 -.381 -.489* -.279 -.346 -.464* -.157 -.004 .030 -.050 -.273 -.124 -.152 -.110 -.323
Sig. (2-tailed) .791 .622 .469 .924 .672 .670 .655 .854 .302 .997 .312 .900 .679 .064 .379 .024 .617 .148 .216 .998 .533 .613 .406 .887 .027 .417 .026 .483 .751 .123 .343 .053 .500 .482 .089 .108 .825 .913 .528 .995 .484 .909 .712 .820 .013 .299 .019 .266 .047 .361 .333 .074 .368 .065 .172 .066 .015 .177 .090 .030 .454 .986 .888 .814 .186 .556 .469 .601 .124
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation .583** .589** .217 .252 .394 .101 .633** .337 .238 .352 .346 .113 .156 .056 .188 -.028 .105 1.000 .466* .422* -.093 .235 .149 .347 .469* .093 -.070 -.337 -.048 .017 .386 .027 .219 .137 -.168 -.253 .042 .116 .034 .004 -.171 -.055 .064 .341 .135 -.061 .439* .101 .077 -.152 .248 -.422 -.057 .208 .126 .097 .126 -.074 .215 .151 .085 .096 .079 .308 .229 .211 .186 .258 .332 .116
Sig. (2-tailed) .002 .002 .297 .224 .051 .629 .001 .099 .263 .084 .090 .590 .455 .796 .380 .896 .617 .019 .036 .658 .258 .477 .089 .018 .660 .740 .099 .818 .934 .057 .898 .294 .524 .421 .222 .842 .582 .873 .985 .413 .795 .759 .096 .520 .773 .032 .630 .713 .478 .265 .057 .802 .318 .549 .644 .557 .731 .303 .471 .707 .647 .707 .134 .271 .312 .374 .213 .104 .589
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .262 .200 -.015 .033 .142 -.134 .281 .211 .031 .186 .008 .061 -.280 -.296 .227 -.473* .298 .466* 1.000 .036 .239 .392 .447* .130 .131 .176 .218 -.564** .276 -.155 .083 -.098 -.029 .024 .194 .186 .352 .105 .021 -.390 .120 .065 .107 .140 .270 .359 .541** .377 -.054 -.015 .142 -.243 .107 .038 .023 -.064 -.118 -.128 .030 -.195 .170 .010 .069 .107 -.003 .184 .094 .114 .176 -.265
Sig. (2-tailed) .206 .337 .944 .876 .498 .522 .174 .311 .885 .374 .969 .772 .175 .160 .286 .017 .148 .019 .864 .251 .052 .025 .536 .531 .400 .295 .003 .183 .459 .695 .640 .892 .911 .352 .374 .085 .619 .922 .054 .567 .759 .612 .504 .192 .078 .006 .064 .798 .946 .527 .289 .635 .856 .914 .763 .584 .552 .886 .350 .449 .962 .743 .610 .987 .377 .655 .586 .400 .211
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .363 .395 .125 .061 .371 .157 .471* .109 .147 .202 .292 -.071 .508** .192 -.016 -.013 .256 .422* .036 1.000 .209 -.034 -.012 .059 .380 -.152 .141 .154 -.324 .371 .298 .389 .299 .346 -.110 -.099 .184 -.294 .247 .036 -.293 -.093 .011 .480* .278 .102 .285 .234 .038 -.031 -.012 -.552** -.093 .056 .086 -.053 .264 -.031 -.032 .108 -.267 -.016 .046 .109 .148 .016 .138 .063 .128 .084
Sig. (2-tailed) .075 .051 .551 .771 .068 .453 .018 .605 .494 .334 .157 .737 .010 .368 .942 .951 .216 .036 .864 .317 .871 .953 .780 .061 .468 .500 .463 .115 .068 .148 .055 .147 .097 .601 .637 .380 .154 .235 .865 .156 .660 .957 .015 .178 .626 .178 .261 .858 .884 .956 .009 .680 .790 .683 .803 .212 .887 .878 .608 .229 .941 .827 .603 .480 .940 .511 .766 .541 .696
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .296 .103 -.132 -.081 -.022 -.028 .156 -.018 -.057 -.113 -.168 -.038 -.098 -.082 -.145 -.576** .000 -.093 .239 .209 1.000 .384 .594** .259 .072 .315 .560** -.042 -.019 .254 -.010 .311 .174 .041 .418* .387 .354 -.546** .438* -.610** .236 .469* .549** .004 .062 .307 .265 .403* .017 .094 -.266 -.223 .076 -.001 .109 -.011 -.054 -.011 -.086 -.044 .019 -.111 -.065 -.136 -.018 -.021 .006 -.037 -.068 -.281
Sig. (2-tailed) .150 .624 .529 .699 .916 .894 .458 .930 .790 .591 .423 .858 .641 .702 .500 .003 .998 .658 .251 .317 .058 .002 .212 .734 .125 .004 .844 .926 .220 .961 .130 .407 .851 .038 .056 .083 .005 .028 .001 .256 .018 .004 .985 .769 .135 .211 .046 .935 .661 .232 .332 .737 .995 .604 .958 .802 .961 .684 .835 .933 .597 .759 .518 .932 .921 .978 .862 .746 .184
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .277 .119 -.291 -.085 -.010 -.211 .316 .035 .072 .221 .138 .105 -.227 -.038 -.253 -.380 -.131 .235 .392 -.034 .384 1.000 .685** .334 .065 .480* .296 -.372 .196 -.039 -.029 -.169 -.034 -.288 .141 .054 .253 .001 -.016 -.147 -.155 .187 .214 .061 .204 .040 .335 .340 .202 .125 -.147 .152 .427* .210 .158 .206 -.087 .082 .228 -.094 .344 .309 .222 .234 .204 .328 .124 .314 .251 -.276
Sig. (2-tailed) .180 .571 .159 .688 .962 .310 .123 .867 .738 .288 .511 .618 .276 .860 .233 .061 .533 .258 .052 .871 .058 .000 .103 .757 .015 .151 .067 .349 .852 .890 .419 .873 .172 .501 .796 .223 .997 .939 .482 .460 .372 .305 .773 .327 .851 .109 .097 .333 .560 .513 .512 .048 .313 .451 .324 .686 .702 .273 .653 .118 .133 .286 .261 .328 .110 .554 .126 .227 .192
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .471* .200 -.220 .233 .141 -.249 .299 .132 .182 .326 .126 .114 -.254 -.139 .075 -.628** .106 .149 .447* -.012 .594** .685** 1.000 .476* .032 .612** .412* -.438* .340 -.053 .099 .005 .274 -.098 .356 .483* .321 -.152 .284 -.493* .065 .338 .450* .001 .239 .297 .472* .393 .319 .250 -.086 .166 .364 .303 .179 .273 .005 .040 .270 -.006 .211 .309 .366 .186 .275 .288 .136 .341 .240 -.282
Sig. (2-tailed) .017 .337 .291 .263 .503 .230 .147 .531 .395 .111 .549 .588 .221 .516 .726 .001 .613 .477 .025 .953 .002 .000 .016 .880 .001 .041 .029 .097 .801 .639 .982 .185 .649 .080 .015 .118 .468 .168 .012 .756 .099 .024 .995 .250 .149 .020 .052 .121 .238 .703 .471 .096 .141 .393 .187 .982 .851 .191 .976 .346 .133 .072 .372 .184 .162 .517 .096 .248 .182
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .516** .255 -.026 .342 .227 -.069 .214 -.025 .124 .099 .070 -.058 .197 .147 -.032 -.196 -.174 .347 .130 .059 .259 .334 .476* 1.000 .216 .251 -.077 .142 -.070 .314 .044 .280 .183 -.199 .330 -.152 .121 .177 .002 -.266 .199 .279 .590** .015 -.058 -.221 .148 -.090 .394 .225 -.103 .179 .309 .516** .394 .445* .223 .256 .323 .243 .170 .236 .326 .418* .284 .174 .232 .450* .348 .124
Sig. (2-tailed) .008 .218 .902 .094 .275 .743 .305 .907 .565 .639 .739 .782 .346 .494 .883 .348 .406 .089 .536 .780 .212 .103 .016 .300 .226 .714 .497 .739 .126 .836 .175 .382 .352 .107 .469 .566 .397 .992 .198 .341 .177 .002 .944 .783 .288 .491 .669 .051 .291 .648 .438 .161 .008 .051 .026 .296 .227 .115 .242 .451 .255 .112 .038 .169 .404 .265 .024 .089 .562
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .420* .561** -.184 -.032 .191 -.306 .450* .434* .266 .125 .240 .234 .088 -.074 -.243 .082 -.030 .469* .131 .380 .072 .065 .032 .216 1.000 -.100 -.132 -.045 -.279 -.089 .331 -.028 .146 -.005 -.287 -.394 -.259 -.035 -.268 .338 -.508** -.188 -.259 .134 .372 -.275 -.160 -.123 .095 .071 .198 -.102 .029 .137 .217 .055 .307 .081 .111 .361 -.054 .105 .116 .160 .203 .126 .208 .200 .147 .303
Sig. (2-tailed) .037 .004 .377 .880 .361 .138 .024 .030 .208 .551 .247 .261 .674 .731 .253 .698 .887 .018 .531 .061 .734 .757 .880 .300 .635 .529 .831 .177 .673 .106 .895 .487 .983 .163 .052 .211 .870 .195 .099 .009 .369 .211 .522 .067 .183 .456 .557 .650 .740 .377 .661 .899 .513 .297 .796 .145 .706 .596 .076 .812 .616 .580 .446 .331 .548 .319 .337 .484 .151
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .210 .135 -.120 .252 .217 -.161 .228 .289 .582** .505** .464* .247 -.105 .270 .266 -.208 -.443* .093 .176 -.152 .315 .480* .612** .251 -.100 1.000 .303 -.164 .348 -.107 .331 .097 .465* .158 .231 .348 .303 -.084 .368 -.302 .259 .305 .333 .194 .370 .143 .458* .286 .340 .358 -.130 .332 .464* .375 .260 .296 .165 .192 .365 .086 .446* .305 .341 .170 .263 .403* .132 .265 .325 -.029
Sig. (2-tailed) .315 .521 .566 .225 .298 .442 .274 .162 .003 .010 .019 .233 .617 .203 .210 .318 .027 .660 .400 .468 .125 .015 .001 .226 .635 .141 .433 .088 .609 .107 .646 .019 .462 .266 .088 .141 .690 .070 .143 .212 .138 .104 .352 .068 .497 .024 .166 .097 .086 .563 .141 .030 .065 .210 .151 .441 .370 .073 .682 .037 .138 .095 .417 .203 .046 .529 .201 .113 .892
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation -.020 -.337 .014 -.149 -.022 .015 -.202 -.265 .091 -.073 .002 .497* -.011 -.048 -.200 -.456* .170 -.070 .218 .141 .560** .296 .412* -.077 -.132 .303 1.000 -.347 .289 -.199 -.236 .152 .011 -.102 .339 .566** .385 -.376 .360 -.420* .175 .245 .286 -.188 .004 .526** .465* .474* -.211 -.023 .028 .149 -.096 -.241 -.201 -.183 -.352 -.246 -.298 -.309 -.210 -.307 -.221 -.184 -.271 -.157 -.094 -.210 -.240 -.588**
Sig. (2-tailed) .924 .100 .948 .478 .919 .945 .333 .201 .673 .729 .993 .012 .958 .825 .349 .022 .417 .740 .295 .500 .004 .151 .041 .714 .529 .141 .089 .162 .341 .255 .469 .957 .636 .097 .003 .058 .064 .077 .037 .402 .239 .165 .368 .984 .007 .022 .017 .311 .916 .902 .521 .672 .246 .336 .380 .092 .246 .149 .133 .349 .136 .287 .379 .190 .453 .656 .313 .248 .003
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation -.150 -.108 -.032 -.053 -.038 .059 -.178 -.151 -.072 -.203 -.100 -.248 .414* .353 .002 .445* -.444* -.337 -.564** .154 -.042 -.372 -.438* .142 -.045 -.164 -.347 1.000 -.356 .392 -.044 .255 .055 .063 .003 -.366 -.133 -.190 .069 .076 .092 .118 .040 .050 -.091 -.322 -.202 -.366 .215 .195 -.378 .039 .098 .230 .344 .221 .401 .273 .144 .351 .144 .095 .116 .014 .079 -.047 .163 .137 .084 .311
Sig. (2-tailed) .475 .606 .880 .801 .858 .780 .395 .471 .739 .331 .636 .233 .039 .090 .994 .026 .026 .099 .003 .463 .844 .067 .029 .497 .831 .433 .089 .081 .053 .834 .218 .794 .769 .990 .072 .526 .363 .742 .717 .664 .574 .850 .811 .665 .117 .343 .072 .301 .360 .083 .867 .665 .270 .092 .289 .052 .196 .491 .085 .524 .651 .580 .946 .706 .824 .437 .515 .688 .139
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation -.170 -.204 -.273 -.095 -.245 -.065 -.031 -.264 .158 .066 -.062 .077 -.442* -.238 -.009 -.116 -.147 -.048 .276 -.324 -.019 .196 .340 -.070 -.279 .348 .289 -.356 1.000 -.321 -.032 -.089 .135 -.022 .219 .543** .069 .210 .360 -.369 .048 .121 -.133 -.353 -.052 .332 .226 .124 -.252 -.075 .414 .124 -.054 -.229 -.231 -.131 -.265 -.292 -.135 -.288 .036 -.254 -.200 -.495* -.328 -.045 -.297 -.298 -.319 -.405*
Sig. (2-tailed) .417 .328 .186 .651 .238 .757 .884 .203 .462 .753 .768 .716 .027 .262 .967 .581 .483 .818 .183 .115 .926 .349 .097 .739 .177 .088 .162 .081 .118 .880 .671 .521 .921 .292 .005 .741 .313 .077 .070 .820 .566 .527 .084 .804 .105 .287 .553 .224 .727 .055 .591 .813 .272 .267 .531 .210 .166 .520 .163 .874 .220 .339 .012 .110 .830 .149 .148 .120 .050
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .058 .110 .135 .170 .274 .612** .233 .023 -.173 -.171 -.099 -.243 .313 .419* .050 .050 -.067 .017 -.155 .371 .254 -.039 -.053 .314 -.089 -.107 -.199 .392 -.321 1.000 .191 .593** .234 .381 .200 -.097 .257 -.099 .052 -.146 .227 .281 .428* .332 -.082 -.201 -.054 .006 -.030 -.065 -.037 -.355 -.103 -.035 .010 -.069 .047 .049 -.152 -.126 -.077 -.169 -.126 -.006 -.096 -.177 -.051 -.054 .035 .033
Sig. (2-tailed) .782 .601 .519 .416 .185 .001 .262 .915 .419 .414 .638 .242 .128 .041 .818 .812 .751 .934 .459 .068 .220 .852 .801 .126 .673 .609 .341 .053 .118 .360 .002 .260 .066 .339 .646 .215 .639 .804 .486 .276 .174 .033 .105 .698 .335 .803 .979 .885 .765 .870 .114 .648 .869 .960 .744 .827 .821 .468 .550 .734 .418 .549 .976 .646 .396 .808 .797 .868 .879
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .362 .586** -.135 .465* .535** .238 .606** .524** .353 .403* .524** .026 .103 .361 .327 .201 -.317 .386 .083 .298 -.010 -.029 .099 .044 .331 .331 -.236 -.044 -.032 .191 1.000 .219 .616** .598** -.355 -.194 -.272 -.138 .141 .122 -.230 -.049 -.129 .549** .241 -.256 .116 -.188 .152 .203 .083 -.309 .123 .158 .124 .044 .453* .279 .193 .309 .051 .285 .079 .070 .257 .176 .113 .162 .223 .321
Sig. (2-tailed) .076 .002 .519 .019 .006 .251 .001 .007 .091 .046 .007 .903 .625 .083 .118 .335 .123 .057 .695 .148 .961 .890 .639 .836 .106 .107 .255 .834 .880 .360 .294 .001 .002 .082 .353 .188 .510 .501 .560 .268 .815 .539 .004 .246 .217 .588 .369 .469 .341 .715 .173 .586 .450 .554 .834 .026 .186 .356 .133 .821 .167 .707 .740 .214 .401 .590 .439 .283 .127
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .020 .159 .308 .112 .301 .367 .262 -.094 .056 -.098 .124 -.044 .409* .260 -.101 .035 -.198 .027 -.098 .389 .311 -.169 .005 .280 -.028 .097 .152 .255 -.089 .593** .219 1.000 .542** .346 .240 .055 .225 -.134 .267 -.297 .278 .209 .458* .327 .192 -.300 -.113 -.027 .204 .355 -.320 -.206 .227 .116 .307 .245 .235 .367 .115 .135 .131 -.078 .021 .040 -.024 .206 .187 .128 .218 .173
Sig. (2-tailed) .923 .447 .134 .594 .144 .071 .206 .656 .793 .641 .556 .835 .042 .220 .639 .870 .343 .898 .640 .055 .130 .419 .982 .175 .895 .646 .469 .218 .671 .002 .294 .005 .098 .247 .793 .280 .522 .198 .149 .179 .317 .021 .110 .357 .145 .599 .896 .328 .089 .146 .369 .309 .580 .136 .238 .269 .078 .585 .522 .562 .710 .921 .851 .910 .324 .370 .542 .296 .420
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .345 .561** .135 .440* .638** .082 .558** .294 .549** .484* .551** .112 .207 .415* .262 .090 -.392 .219 -.029 .299 .174 -.034 .274 .183 .146 .465* .011 .055 .135 .234 .616** .542** 1.000 .598** -.012 .017 -.021 -.244 .272 -.063 -.011 .151 .172 .480* .457* -.215 .084 -.092 .413* .478* -.040 -.105 .383 .239 .423* .336 .564** .471* .372 .424* .366 .225 .198 .089 .271 .408* .329 .300 .318 .389
Sig. (2-tailed) .091 .004 .519 .028 .001 .696 .004 .153 .005 .014 .004 .593 .320 .044 .217 .668 .053 .294 .892 .147 .407 .873 .185 .382 .487 .019 .957 .794 .521 .260 .001 .005 .002 .956 .936 .922 .240 .189 .766 .959 .470 .411 .015 .022 .302 .695 .661 .040 .018 .861 .651 .078 .249 .035 .101 .004 .020 .067 .034 .094 .279 .343 .673 .189 .043 .108 .145 .121 .060
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .221 .503* .181 .449* .544** .469* .491* .303 .425* .315 .512* -.035 .188 .459* .349 .275 -.145 .137 .024 .346 .041 -.288 -.098 -.199 -.005 .158 -.102 .063 -.022 .381 .598** .346 .598** 1.000 -.342 -.099 -.105 -.312 .361 .046 -.003 -.179 -.015 .607** .329 -.079 .112 -.006 .018 .195 .122 -.296 -.104 .063 .100 -.017 .502* .218 -.096 .298 .131 -.037 -.066 .052 .184 .097 .138 -.094 .137 .445*
Sig. (2-tailed) .299 .012 .396 .028 .006 .021 .015 .150 .043 .134 .011 .870 .378 .024 .094 .193 .500 .524 .911 .097 .851 .172 .649 .352 .983 .462 .636 .769 .921 .066 .002 .098 .002 .102 .645 .624 .137 .083 .829 .989 .403 .946 .002 .117 .712 .603 .979 .935 .374 .598 .206 .654 .769 .642 .936 .015 .317 .657 .157 .571 .864 .760 .808 .388 .650 .519 .662 .522 .033
N 24 24 24 24 24 24 24 24 23 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 23 21 20 21 24 24 24 23 23 24 24 21 24 24 24 24 24 24 24 24 23
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation .003 -.371 .053 .062 -.187 .087 -.234 -.035 .092 .063 -.274 -.029 -.162 -.124 .179 -.691** .147 -.168 .194 -.110 .418* .141 .356 .330 -.287 .231 .339 .003 .219 .200 -.355 .240 -.012 -.342 1.000 .584** .768** .105 .121 -.702** .667** .741** .636** -.252 -.148 .383 .315 .393 -.127 -.231 -.008 .129 .018 -.121 -.166 -.134 -.446* -.337 -.126 -.416* -.021 -.254 -.080 -.238 -.267 -.200 -.225 -.131 -.163 -.551**
Sig. (2-tailed) .988 .068 .801 .767 .371 .681 .260 .866 .668 .765 .184 .890 .439 .565 .402 .000 .482 .421 .352 .601 .038 .501 .080 .107 .163 .266 .097 .990 .292 .339 .082 .247 .956 .102 .002 .000 .617 .563 .000 .000 .000 .001 .225 .481 .059 .133 .052 .545 .278 .973 .576 .936 .566 .428 .523 .029 .107 .548 .039 .927 .220 .702 .252 .198 .337 .279 .533 .436 .005
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation -.129 -.408* -.031 -.061 -.284 .029 -.241 -.085 .003 .036 -.233 .035 -.259 -.355 .136 -.603** .347 -.253 .186 -.099 .387 .054 .483* -.152 -.394 .348 .566** -.366 .543** -.097 -.194 .055 .017 -.099 .584** 1.000 .565** -.097 .470* -.681** .413* .459* .305 -.342 -.101 .729** .342 .570** -.311 -.267 .220 .000 -.264 -.296 -.438* -.304 -.542** -.538** -.299 -.578** -.280 -.313 -.155 -.452* -.340 -.262 -.470* -.363 -.378 -.673**
Sig. (2-tailed) .538 .043 .885 .774 .170 .892 .245 .686 .988 .865 .263 .870 .211 .089 .526 .001 .089 .222 .374 .637 .056 .796 .015 .469 .052 .088 .003 .072 .005 .646 .353 .793 .936 .645 .002 .003 .645 .018 .000 .040 .021 .138 .094 .631 .000 .101 .003 .131 .207 .325 .999 .235 .151 .029 .140 .006 .007 .146 .002 .207 .127 .460 .023 .097 .206 .018 .075 .063 .000
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .008 -.230 .151 .023 -.084 .156 -.008 .095 .222 .307 .030 .051 -.025 -.048 .200 -.599** .329 .042 .352 .184 .354 .253 .321 .121 -.259 .303 .385 -.133 .069 .257 -.272 .225 -.021 -.105 .768** .565** 1.000 .039 .218 -.590** .587** .494* .499* .071 .181 .504* .457* .745** -.100 -.256 .013 -.071 -.001 -.018 -.109 -.125 -.367 -.333 -.105 -.466* .085 -.162 .073 -.049 -.144 -.077 -.131 -.066 .054 -.449*
Sig. (2-tailed) .969 .268 .472 .915 .691 .456 .970 .650 .296 .136 .889 .808 .907 .825 .349 .002 .108 .842 .085 .380 .083 .223 .118 .566 .211 .141 .058 .526 .741 .215 .188 .280 .922 .624 .000 .003 .853 .295 .002 .002 .012 .011 .737 .386 .010 .025 .000 .633 .227 .954 .761 .998 .932 .603 .551 .078 .112 .618 .019 .707 .440 .730 .816 .491 .716 .533 .752 .797 .028
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation -.256 -.227 -.249 -.076 -.298 -.126 -.222 -.120 .044 -.040 -.064 -.152 -.273 -.312 -.004 -.027 .046 .116 .105 -.294 -.546** .001 -.152 .177 -.035 -.084 -.376 -.190 .210 -.099 -.138 -.134 -.244 -.312 .105 -.097 .039 1.000 -.276 .202 .023 -.155 -.177 -.361 -.046 -.236 -.193 -.219 -.162 -.138 .298 .263 .005 -.160 -.207 -.193 -.232 -.114 -.074 -.302 .019 -.186 -.058 -.066 -.307 -.102 -.233 -.137 -.070 -.015
Sig. (2-tailed) .216 .276 .230 .718 .147 .547 .287 .567 .838 .848 .760 .469 .187 .137 .986 .899 .825 .582 .619 .154 .005 .997 .468 .397 .870 .690 .064 .363 .313 .639 .510 .522 .240 .137 .617 .645 .853 .181 .333 .913 .460 .398 .076 .827 .256 .366 .294 .438 .520 .178 .248 .983 .445 .320 .355 .275 .595 .725 .142 .934 .375 .782 .753 .135 .629 .262 .514 .740 .943
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .141 .078 -.140 .095 -.167 .199 .143 -.144 .208 .096 .116 -.157 -.080 -.010 .240 -.131 -.023 .034 .021 .247 .438* -.016 .284 .002 -.268 .368 .360 .069 .360 .052 .141 .267 .272 .361 .121 .470* .218 -.276 1.000 -.569** .184 .164 .209 -.006 .026 .347 .455* .349 -.011 .019 -.052 -.266 -.167 .076 .070 .013 .109 -.126 -.032 .045 .032 -.148 -.030 -.292 -.061 -.057 -.049 -.182 -.060 -.070
Sig. (2-tailed) .500 .711 .504 .650 .426 .339 .495 .492 .330 .648 .580 .455 .706 .963 .258 .534 .913 .873 .922 .235 .028 .939 .168 .992 .195 .070 .077 .742 .077 .804 .501 .198 .189 .083 .563 .018 .295 .181 .003 .378 .432 .315 .978 .902 .089 .025 .087 .957 .931 .817 .244 .458 .719 .739 .951 .613 .556 .878 .832 .887 .482 .886 .157 .774 .785 .817 .384 .776 .744
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation -.136 .181 -.043 -.053 .228 -.164 -.006 .106 .106 -.001 .256 .219 .094 .288 -.195 .647** -.132 .004 -.390 .036 -.610** -.147 -.493* -.266 .338 -.302 -.420* .076 -.369 -.146 .122 -.297 -.063 .046 -.702** -.681** -.590** .202 -.569** 1.000 -.663** -.687** -.665** .180 .213 -.485* -.473* -.479* .151 .164 .138 .249 .110 .005 .092 .030 .287 .283 .102 .271 -.062 .176 .107 .261 .153 .104 .246 .085 .121 .504*
Sig. (2-tailed) .518 .386 .839 .800 .272 .432 .978 .613 .624 .995 .216 .293 .654 .172 .362 .000 .528 .985 .054 .865 .001 .482 .012 .198 .099 .143 .037 .717 .070 .486 .560 .149 .766 .829 .000 .000 .002 .333 .003 .000 .000 .000 .390 .307 .014 .020 .015 .473 .445 .541 .277 .626 .983 .661 .888 .174 .180 .629 .190 .783 .399 .609 .208 .466 .622 .235 .687 .564 .012
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation -.195 -.370 .246 .108 -.128 .254 -.274 -.106 -.001 .032 -.107 -.089 .117 .078 .341 -.404* -.001 -.171 .120 -.293 .236 -.155 .065 .199 -.508** .259 .175 .092 .048 .227 -.230 .278 -.011 -.003 .667** .413* .587** .023 .184 -.663** 1.000 .587** .705** -.105 -.279 .297 .200 .289 -.160 -.180 -.093 .038 -.134 -.025 -.129 -.068 -.323 -.167 -.106 -.295 .117 -.241 -.144 -.094 -.196 -.133 -.214 -.112 -.079 -.248
Sig. (2-tailed) .351 .069 .237 .606 .543 .221 .185 .613 .995 .880 .612 .672 .577 .717 .103 .045 .995 .413 .567 .156 .256 .460 .756 .341 .009 .212 .402 .664 .820 .276 .268 .179 .959 .989 .000 .040 .002 .913 .378 .000 .002 .000 .618 .177 .150 .348 .161 .445 .400 .682 .871 .553 .904 .539 .748 .123 .434 .615 .153 .603 .247 .493 .656 .347 .526 .304 .595 .706 .242
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .175 -.223 .057 .161 -.136 .203 -.075 .135 -.031 .038 -.189 -.069 .024 -.003 .189 -.585** -.147 -.055 .065 -.093 .469* .187 .338 .279 -.188 .305 .245 .118 .121 .281 -.049 .209 .151 -.179 .741** .459* .494* -.155 .164 -.687** .587** 1.000 .684** -.168 -.318 .234 .314 .172 -.129 -.189 -.095 -.068 -.065 -.139 -.186 -.152 -.362 -.283 -.068 -.321 .089 -.138 -.199 -.263 -.249 -.161 -.284 -.035 -.206 -.519**
Sig. (2-tailed) .402 .283 .786 .442 .518 .330 .720 .520 .886 .857 .366 .742 .909 .988 .377 .002 .484 .795 .759 .660 .018 .372 .099 .177 .369 .138 .239 .574 .566 .174 .815 .317 .470 .403 .000 .021 .012 .460 .432 .000 .002 .000 .421 .121 .260 .135 .411 .539 .376 .675 .769 .774 .507 .374 .469 .082 .180 .748 .117 .692 .511 .340 .204 .230 .443 .169 .868 .322 .009
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .309 -.034 .332 .317 .154 .262 .044 .026 -.018 .046 -.047 -.114 .282 .180 .196 -.552** .024 .064 .107 .011 .549** .214 .450* .590** -.259 .333 .286 .040 -.133 .428* -.129 .458* .172 -.015 .636** .305 .499* -.177 .209 -.665** .705** .684** 1.000 .087 -.205 .129 .328 .284 .151 .062 -.344 -.017 .124 .242 .084 .210 -.099 .036 .085 -.077 .141 .023 .052 .243 .130 .082 .004 .211 .161 -.177
Sig. (2-tailed) .133 .871 .105 .123 .462 .205 .836 .901 .934 .829 .822 .588 .172 .400 .358 .004 .909 .759 .612 .957 .004 .305 .024 .002 .211 .104 .165 .850 .527 .033 .539 .021 .411 .946 .001 .138 .011 .398 .315 .000 .000 .000 .680 .325 .537 .118 .169 .470 .774 .117 .942 .581 .244 .690 .314 .646 .867 .685 .715 .531 .914 .805 .242 .535 .696 .985 .311 .442 .408
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .426* .676** .414* .504* .724** .307 .678** .548** .376 .551** .630** .025 .378 .637** .353 .250 -.078 .341 .140 .480* .004 .061 .001 .015 .134 .194 -.188 .050 -.353 .332 .549** .327 .480* .607** -.252 -.342 .071 -.361 -.006 .180 -.105 -.168 .087 1.000 .493* -.174 .188 .135 .465* .349 -.259 -.291 .371 .501* .431* .386 .567** .440* .412* .421* .267 .498* .405* .545** .605** .521** .527** .434* .613** .506*
Sig. (2-tailed) .034 .000 .040 .010 .000 .136 .000 .005 .070 .004 .001 .907 .063 .001 .091 .229 .712 .096 .504 .015 .985 .773 .995 .944 .522 .352 .368 .811 .084 .105 .004 .110 .015 .002 .225 .094 .737 .076 .978 .390 .618 .421 .680 .012 .405 .379 .520 .019 .094 .245 .201 .089 .011 .031 .057 .004 .031 .041 .036 .229 .011 .044 .005 .001 .008 .007 .030 .001 .012
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .154 .482* -.031 .062 .359 -.335 .483* .429* .588** .501* .558** .278 -.069 .106 .098 .073 -.048 .135 .270 .278 .062 .204 .239 -.058 .372 .370 .004 -.091 -.052 -.082 .241 .192 .457* .329 -.148 -.101 .181 -.046 .026 .213 -.279 -.318 -.205 .493* 1.000 -.182 .075 .204 .548** .592** -.226 .174 .616** .424* .597** .422* .562** .468* .487* .424* .566** .422* .613** .385 .441* .645** .605** .462* .636** .442*
Sig. (2-tailed) .461 .015 .883 .769 .078 .102 .015 .032 .003 .011 .004 .178 .743 .622 .650 .730 .820 .520 .192 .178 .769 .327 .250 .783 .067 .068 .984 .665 .804 .698 .246 .357 .022 .117 .481 .631 .386 .827 .902 .307 .177 .121 .325 .012 .384 .729 .327 .005 .002 .312 .450 .002 .035 .002 .036 .004 .021 .014 .035 .006 .036 .001 .058 .027 .000 .001 .020 .001 .031
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation -.014 -.308 .015 -.080 -.144 -.032 -.262 -.060 -.006 .107 -.194 .003 -.077 -.186 .240 -.487* .490* -.061 .359 .102 .307 .040 .297 -.221 -.275 .143 .526** -.322 .332 -.201 -.256 -.300 -.215 -.079 .383 .729** .504* -.236 .347 -.485* .297 .234 .129 -.174 -.182 1.000 .533** .688** -.430* -.499* .405 -.242 -.468* -.266 -.491* -.432* -.506* -.684** -.424* -.575** -.491* -.335 -.235 -.328 -.258 -.397* -.440* -.427* -.440* -.630**
Sig. (2-tailed) .949 .134 .944 .702 .492 .880 .206 .777 .979 .612 .354 .991 .714 .385 .259 .013 .013 .773 .078 .626 .135 .851 .149 .288 .183 .497 .007 .117 .105 .335 .217 .145 .302 .712 .059 .000 .010 .256 .089 .014 .150 .260 .537 .405 .384 .007 .000 .032 .013 .061 .290 .028 .198 .013 .031 .012 .000 .035 .003 .020 .101 .258 .109 .213 .049 .028 .033 .028 .001
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .366 -.002 .037 .322 .270 .174 .133 .215 .299 .349 .191 .235 -.028 .166 .558** -.407* .221 .439* .541** .285 .265 .335 .472* .148 -.160 .458* .465* -.202 .226 -.054 .116 -.113 .084 .112 .315 .342 .457* -.193 .455* -.473* .200 .314 .328 .188 .075 .533** 1.000 .435* .028 -.081 .019 -.082 -.022 .135 -.059 -.064 -.070 -.301 .049 -.126 .010 .045 .111 .129 .093 .018 .121 .105 .172 -.418*
Sig. (2-tailed) .078 .993 .865 .125 .202 .417 .535 .313 .165 .095 .371 .269 .897 .437 .005 .048 .299 .032 .006 .178 .211 .109 .020 .491 .456 .024 .022 .343 .287 .803 .588 .599 .695 .603 .133 .101 .025 .366 .025 .020 .348 .135 .118 .379 .729 .007 .034 .897 .712 .934 .730 .926 .529 .785 .768 .751 .163 .818 .558 .965 .833 .605 .549 .667 .932 .574 .624 .422 .047
N 24 24 24 24 24 24 24 24 23 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 23 21 20 21 24 24 24 23 23 24 24 21 24 24 24 24 24 24 24 24 23
Correlation .056 -.033 .036 -.057 -.078 .106 .143 .161 .213 .363 .117 .014 -.002 -.083 .143 -.491* .465* .101 .377 .234 .403* .340 .393 -.090 -.123 .286 .474* -.366 .124 .006 -.188 -.027 -.092 -.006 .393 .570** .745** -.219 .349 -.479* .289 .172 .284 .135 .204 .688** .435* 1.000 -.186 -.343 .084 -.241 -.111 .045 -.170 -.097 -.273 -.369 -.197 -.368 -.086 -.069 .014 -.039 .062 -.077 -.198 -.131 -.027 -.352
Sig. (2-tailed) .789 .877 .863 .785 .711 .615 .497 .442 .317 .075 .579 .945 .992 .700 .504 .013 .019 .630 .064 .261 .046 .097 .052 .669 .557 .166 .017 .072 .553 .979 .369 .896 .661 .979 .052 .003 .000 .294 .087 .015 .161 .411 .169 .520 .327 .000 .034 .374 .101 .712 .293 .624 .832 .418 .646 .197 .076 .345 .071 .704 .742 .948 .852 .770 .714 .342 .532 .900 .092
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Questionnaire 
Item Reference 
Code EE1 EE2 EE3 EE4 EE5 EE6 EE7 EE8 EE9 EE10 EE11 EE12 EE13 EE14 EE15 EE16 EE17
Questionnaire 
Item Reference 
Code M1 M2 M3 M4 M5 M6 M7 M8 M9 M10 M11 M12 M13 M14 M15 M16 M17
Questionnaire 
Item Reference 
Code R1 R2 R3 R4 R5 R6 R7 R8 R9 R10 R11 R12 R13 R14
Questionnaire 
Item Reference 
Code L1 L2 L3 L4 L5 L6 L7 L8 L9 L10 L11 L12 L13 L14 L15 L16 L17 L18 L19 L20 L21 L22
Correlation .400* .483* .190 .379 .425* -.305 .339 .259 .275 .381 .415* .103 .139 .303 .162 .189 -.231 .077 -.054 .038 .017 .202 .319 .394 .095 .340 -.211 .215 -.252 -.030 .152 .204 .413* .018 -.127 -.311 -.100 -.162 -.011 .151 -.160 -.129 .151 .465* .548** -.430* .028 -.186 1.000 .829** -.651** .321 .847** .849** .894** .900** .712** .780** .915** .728** .695** .842** .902** .740** .755** .809** .855** .893** .880** .590**
Sig. (2-tailed) .048 .014 .362 .062 .034 .138 .098 .210 .194 .060 .039 .625 .509 .149 .449 .365 .266 .713 .798 .858 .935 .333 .121 .051 .650 .097 .311 .301 .224 .885 .469 .328 .040 .935 .545 .131 .633 .438 .957 .473 .445 .539 .470 .019 .005 .032 .897 .374 .000 .001 .156 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .002
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .159 .304 .039 .224 .401 -.327 .187 .084 .232 .124 .375 .171 .118 .232 -.014 .225 -.409* -.152 -.015 -.031 .094 .125 .250 .225 .071 .358 -.023 .195 -.075 -.065 .203 .355 .478* .195 -.231 -.267 -.256 -.138 .019 .164 -.180 -.189 .062 .349 .592** -.499* -.081 -.343 .829** 1.000 -.661** .433* .862** .612** .800** .730** .712** .860** .682** .648** .712** .635** .673** .554** .507* .750** .744** .716** .689** .522**
Sig. (2-tailed) .458 .149 .855 .293 .052 .119 .382 .698 .287 .565 .071 .423 .582 .287 .949 .290 .047 .478 .946 .884 .661 .560 .238 .291 .740 .086 .916 .360 .727 .765 .341 .089 .018 .374 .278 .207 .227 .520 .931 .445 .400 .376 .774 .094 .002 .013 .712 .101 .000 .001 .050 .000 .001 .000 .000 .000 .000 .000 .001 .000 .001 .000 .005 .011 .000 .000 .000 .000 .009
N 24 24 24 24 24 24 24 24 23 24 24 24 24 23 23 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 23 24 24 24 24 24 24 24 24 24 24 24 24 23 24 24 24 22 21 22 24 24 24 24 24 24 24 21 24 24 24 24 24 24 24 24 24
Correlation -.033 -.036 -.176 .017 -.055 .178 -.035 -.009 .172 .041 -.018 .242 -.236 -.046 -.007 .032 .205 .248 .142 -.012 -.266 -.147 -.086 -.103 .198 -.130 .028 -.378 .414 -.037 .083 -.320 -.040 .122 -.008 .220 .013 .298 -.052 .138 -.093 -.095 -.344 -.259 -.226 .405 .019 .084 -.651** -.661** 1.000 -.139 -.690** -.566** -.623** -.643** -.470* -.688** -.596** -.495* -.562** -.665** -.548** -.518* -.558** -.601** -.526* -.659** -.602** -.307
Sig. (2-tailed) .883 .875 .433 .940 .809 .427 .877 .968 .444 .855 .937 .278 .291 .843 .975 .887 .361 .265 .527 .956 .232 .513 .703 .648 .377 .563 .902 .083 .055 .870 .715 .146 .861 .598 .973 .325 .954 .178 .817 .541 .682 .675 .117 .245 .312 .061 .934 .712 .001 .001 .547 .000 .006 .002 .001 .027 .000 .003 .019 .008 .001 .008 .013 .007 .003 .012 .001 .003 .165
N 22 22 22 22 22 22 22 22 22 22 22 22 22 21 21 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 21 22 22 22 22 22 22 22 22 22 22 22 22 21 22 22 22 22 21 22 22 22 22 22 22 22 22 21 22 22 22 22 22 22 22 22 22
Correlation -.094 -.368 -.117 .160 -.034 -.335 -.431 -.060 .327 .080 .143 .515* -.202 .065 -.175 .060 -.222 -.422 -.243 -.552** -.223 .152 .166 .179 -.102 .332 .149 .039 .124 -.355 -.309 -.206 -.105 -.296 .129 .000 -.071 .263 -.266 .249 .038 -.068 -.017 -.291 .174 -.242 -.082 -.241 .321 .433* -.139 1.000 .404 .271 .191 .278 .114 .281 .151 .217 .259 .236 .379 .311 .145 .124 .207 .240 .182 .051
Sig. (2-tailed) .686 .101 .613 .489 .885 .137 .051 .796 .148 .729 .536 .017 .379 .786 .461 .795 .333 .057 .289 .009 .332 .512 .471 .438 .661 .141 .521 .867 .591 .114 .173 .369 .651 .206 .576 .999 .761 .248 .244 .277 .871 .769 .942 .201 .450 .290 .730 .293 .156 .050 .547 .069 .235 .406 .222 .623 .218 .515 .345 .256 .303 .090 .169 .532 .594 .367 .294 .429 .828
N 21 21 21 21 21 21 21 21 21 21 21 21 21 20 20 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 20 21 21 21 21 21 21 21 21 21 21 21 21 20 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21 21
Correlation .177 .283 .018 .167 .372 -.421 .248 .196 .261 .362 .350 .045 .045 .179 .006 .042 -.388 -.057 .107 -.093 .076 .427* .364 .309 .029 .464* -.096 .098 -.054 -.103 .123 .227 .383 -.104 .018 -.264 -.001 .005 -.167 .110 -.134 -.065 .124 .371 .616** -.468* -.022 -.111 .847** .862** -.690** .404 1.000 .699** .790** .781** .626** .853** .784** .552** .763** .811** .751** .622** .654** .810** .678** .807** .748** .419
Sig. (2-tailed) .430 .201 .937 .457 .089 .051 .265 .383 .240 .097 .111 .841 .842 .437 .978 .851 .074 .802 .635 .680 .737 .048 .096 .161 .899 .030 .672 .665 .813 .648 .586 .309 .078 .654 .936 .235 .998 .983 .458 .626 .553 .774 .581 .089 .002 .028 .926 .624 .000 .000 .000 .069 .000 .000 .000 .002 .000 .000 .008 .000 .000 .000 .002 .001 .000 .001 .000 .000 .052
N 22 22 22 22 22 22 22 22 22 22 22 22 22 21 21 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 21 22 22 22 22 22 22 22 22 22 22 22 22 21 22 22 22 22 21 22 22 22 22 22 22 22 22 21 22 22 22 22 22 22 22 22 22
Correlation .488* .502* .201 .442* .367 -.211 .385 .319 .356 .472* .466* -.016 .291 .324 .208 .202 -.188 .208 .038 .056 -.001 .210 .303 .516** .137 .375 -.241 .230 -.229 -.035 .158 .116 .239 .063 -.121 -.296 -.018 -.160 .076 .005 -.025 -.139 .242 .501* .424* -.266 .135 .045 .849** .612** -.566** .271 .699** 1.000 .805** .901** .702** .629** .777** .696** .594** .832** .858** .808** .858** .697** .677** .831** .842** .588**
Sig. (2-tailed) .013 .011 .336 .027 .071 .312 .057 .121 .087 .017 .019 .941 .158 .122 .330 .332 .368 .318 .856 .790 .995 .313 .141 .008 .513 .065 .246 .270 .272 .869 .450 .580 .249 .769 .566 .151 .932 .445 .719 .983 .904 .507 .244 .011 .035 .198 .529 .832 .000 .001 .006 .235 .000 .000 .000 .000 .001 .000 .000 .004 .000 .000 .000 .000 .000 .000 .000 .000 .003
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .320 .535** .121 .182 .342 -.314 .401* .141 .276 .274 .378 .067 .155 .252 .010 .301 -.374 .126 .023 .086 .109 .158 .179 .394 .217 .260 -.201 .344 -.231 .010 .124 .307 .423* .100 -.166 -.438* -.109 -.207 .070 .092 -.129 -.186 .084 .431* .597** -.491* -.059 -.170 .894** .800** -.623** .191 .790** .805** 1.000 .887** .805** .832** .829** .808** .803** .683** .762** .614** .656** .770** .862** .805** .829** .689**
Sig. (2-tailed) .119 .006 .566 .384 .094 .127 .047 .502 .192 .184 .063 .749 .459 .235 .963 .144 .065 .549 .914 .683 .604 .451 .393 .051 .297 .210 .336 .092 .267 .960 .554 .136 .035 .642 .428 .029 .603 .320 .739 .661 .539 .374 .690 .031 .002 .013 .785 .418 .000 .000 .002 .406 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .001 .000 .000 .000 .000 .000 .000
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .325 .436* .255 .275 .334 -.259 .358 .110 .210 .323 .359 .030 .249 .232 .005 .261 -.282 .097 -.064 -.053 -.011 .206 .273 .445* .055 .296 -.183 .221 -.131 -.069 .044 .245 .336 -.017 -.134 -.304 -.125 -.193 .013 .030 -.068 -.152 .210 .386 .422* -.432* -.064 -.097 .900** .730** -.643** .278 .781** .901** .887** 1.000 .704** .775** .849** .752** .709** .806** .811** .727** .794** .801** .745** .872** .833** .604**
Sig. (2-tailed) .113 .029 .219 .184 .102 .210 .079 .601 .326 .115 .078 .886 .229 .276 .983 .207 .172 .644 .763 .803 .958 .324 .187 .026 .796 .151 .380 .289 .531 .744 .834 .238 .101 .936 .523 .140 .551 .355 .951 .888 .748 .469 .314 .057 .036 .031 .768 .646 .000 .000 .001 .222 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .002
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .388 .649** .051 .376 .559** -.174 .492* .284 .422* .359 .524** -.080 .290 .357 .146 .450* -.381 .126 -.118 .264 -.054 -.087 .005 .223 .307 .165 -.352 .401 -.265 .047 .453* .235 .564** .502* -.446* -.542** -.367 -.232 .109 .287 -.323 -.362 -.099 .567** .562** -.506* -.070 -.273 .712** .712** -.470* .114 .626** .702** .805** .704** 1.000 .807** .578** .890** .609** .637** .581** .560** .730** .586** .674** .631** .668** .838**
Sig. (2-tailed) .061 .001 .812 .070 .004 .416 .015 .179 .045 .085 .009 .709 .169 .094 .505 .027 .066 .557 .584 .212 .802 .686 .982 .296 .145 .441 .092 .052 .210 .827 .026 .269 .004 .015 .029 .006 .078 .275 .613 .174 .123 .082 .646 .004 .004 .012 .751 .197 .000 .000 .027 .623 .002 .000 .000 .000 .000 .003 .000 .003 .001 .003 .004 .000 .003 .000 .001 .000 .000
N 24 24 24 24 24 24 24 24 23 24 24 24 24 23 23 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 23 24 24 24 24 24 24 24 24 24 24 24 24 23 24 24 24 22 21 22 24 24 24 24 24 24 24 21 24 24 24 24 24 24 24 24 24
Correlation .150 .410* .097 .228 .460* -.203 .281 .062 .178 .154 .388 -.013 .227 .292 -.105 .361 -.489* -.074 -.128 -.031 -.011 .082 .040 .256 .081 .192 -.246 .273 -.292 .049 .279 .367 .471* .218 -.337 -.538** -.333 -.114 -.126 .283 -.167 -.283 .036 .440* .468* -.684** -.301 -.369 .780** .860** -.688** .281 .853** .629** .832** .775** .807** 1.000 .646** .742** .749** .671** .564** .596** .595** .680** .691** .712** .695** .724**
Sig. (2-tailed) .483 .047 .652 .285 .024 .342 .184 .773 .418 .472 .061 .953 .285 .176 .633 .083 .015 .731 .552 .887 .961 .702 .851 .227 .706 .370 .246 .196 .166 .821 .186 .078 .020 .317 .107 .007 .112 .595 .556 .180 .434 .180 .867 .031 .021 .000 .163 .076 .000 .000 .000 .218 .000 .001 .000 .000 .000 .001 .000 .000 .000 .004 .002 .002 .000 .000 .000 .000 .000
N 24 24 24 24 24 24 24 24 23 24 24 24 24 23 23 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 23 24 24 24 24 24 24 24 24 24 24 24 24 23 24 24 24 22 21 22 24 24 24 24 24 24 24 21 24 24 24 24 24 24 24 24 24
Correlation .309 .487* .145 .233 .289 -.366 .422* .267 .225 .424* .398* .050 .076 .189 .209 .168 -.279 .215 .030 -.032 -.086 .228 .270 .323 .111 .365 -.298 .144 -.135 -.152 .193 .115 .372 -.096 -.126 -.299 -.105 -.074 -.032 .102 -.106 -.068 .085 .412* .487* -.424* .049 -.197 .915** .682** -.596** .151 .784** .777** .829** .849** .578** .646** 1.000 .673** .725** .827** .847** .625** .708** .880** .787** .888** .858** .509*
Sig. (2-tailed) .133 .013 .490 .263 .161 .072 .035 .198 .290 .035 .049 .811 .719 .376 .326 .422 .177 .303 .886 .878 .684 .273 .191 .115 .596 .073 .149 .491 .520 .468 .356 .585 .067 .657 .548 .146 .618 .725 .878 .629 .615 .748 .685 .041 .014 .035 .818 .345 .000 .000 .003 .515 .000 .000 .000 .000 .003 .001 .000 .000 .000 .000 .001 .000 .000 .000 .000 .000 .011
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .411* .638** .094 .320 .388 -.220 .461* .235 .358 .309 .458* .055 .174 .296 .090 .413* -.346 .151 -.195 .108 -.044 -.094 -.006 .243 .361 .086 -.309 .351 -.288 -.126 .309 .135 .424* .298 -.416* -.578** -.466* -.302 .045 .271 -.295 -.321 -.077 .421* .424* -.575** -.126 -.368 .728** .648** -.495* .217 .552** .696** .808** .752** .890** .742** .673** 1.000 .566** .629** .582** .549** .748** .617** .756** .660** .667** .820**
Sig. (2-tailed) .041 .001 .654 .119 .055 .290 .020 .258 .085 .133 .021 .793 .405 .160 .676 .040 .090 .471 .350 .608 .835 .653 .976 .242 .076 .682 .133 .085 .163 .550 .133 .522 .034 .157 .039 .002 .019 .142 .832 .190 .153 .117 .715 .036 .035 .003 .558 .071 .000 .001 .019 .345 .008 .000 .000 .000 .000 .000 .000 .006 .001 .002 .004 .000 .001 .000 .000 .000 .000
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .144 .302 .079 .127 .140 -.250 .311 .191 .280 .373 .355 .030 -.117 .092 .114 .111 -.464* .085 .170 -.267 .019 .344 .211 .170 -.054 .446* -.210 .144 .036 -.077 .051 .131 .366 .131 -.021 -.280 .085 .019 .032 -.062 .117 .089 .141 .267 .566** -.491* .010 -.086 .695** .712** -.562** .259 .763** .594** .803** .709** .609** .749** .725** .566** 1.000 .606** .597** .445* .467* .751** .636** .688** .715** .515*
Sig. (2-tailed) .524 .171 .727 .574 .536 .261 .159 .393 .207 .088 .105 .894 .604 .693 .621 .622 .030 .707 .449 .229 .933 .118 .346 .451 .812 .037 .349 .524 .874 .734 .821 .562 .094 .571 .927 .207 .707 .934 .887 .783 .603 .692 .531 .229 .006 .020 .965 .704 .000 .000 .008 .256 .000 .004 .000 .000 .003 .000 .000 .006 .003 .003 .038 .029 .000 .001 .000 .000 .017
N 22 22 22 22 22 22 22 22 22 22 22 22 22 21 21 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 22 21 22 22 22 22 22 22 22 22 22 22 22 22 21 22 22 21 21 21 21 22 22 22 21 21 22 22 22 22 22 22 22 22 22 22 22 21
Correlation .388 .445* .074 .379 .349 -.294 .385 .397* .201 .508** .449* -.022 .170 .219 .190 .143 -.157 .096 .010 -.016 -.111 .309 .309 .236 .105 .305 -.307 .095 -.254 -.169 .285 -.078 .225 -.037 -.254 -.313 -.162 -.186 -.148 .176 -.241 -.138 .023 .498* .422* -.335 .045 -.069 .842** .635** -.665** .236 .811** .832** .683** .806** .637** .671** .827** .629** .606** 1.000 .848** .745** .856** .745** .639** .888** .801** .476*
Sig. (2-tailed) .055 .026 .725 .062 .087 .154 .058 .050 .346 .010 .024 .917 .417 .304 .375 .496 .454 .647 .962 .941 .597 .133 .133 .255 .616 .138 .136 .651 .220 .418 .167 .710 .279 .864 .220 .127 .440 .375 .482 .399 .247 .511 .914 .011 .036 .101 .833 .742 .000 .001 .001 .303 .000 .000 .000 .000 .001 .000 .000 .001 .003 .000 .000 .000 .000 .001 .000 .000 .019
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .348 .380 .110 .311 .282 -.395 .303 .314 .296 .474* .400* .107 .054 .125 .192 .090 -.004 .079 .069 .046 -.065 .222 .366 .326 .116 .341 -.221 .116 -.200 -.126 .079 .021 .198 -.066 -.080 -.155 .073 -.058 -.030 .107 -.144 -.199 .052 .405* .613** -.235 .111 .014 .902** .673** -.548** .379 .751** .858** .762** .811** .581** .564** .847** .582** .597** .848** 1.000 .744** .768** .745** .742** .848** .873** .461*
Sig. (2-tailed) .088 .061 .601 .130 .171 .051 .141 .126 .161 .017 .047 .611 .798 .560 .369 .669 .986 .707 .743 .827 .759 .286 .072 .112 .580 .095 .287 .580 .339 .549 .707 .921 .343 .760 .702 .460 .730 .782 .886 .609 .493 .340 .805 .044 .001 .258 .605 .948 .000 .000 .008 .090 .000 .000 .000 .000 .003 .004 .000 .002 .003 .000 .000 .000 .000 .000 .000 .000 .023
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .466* .412* .412* .425* .545** -.167 .295 .318 .189 .362 .435* .124 .382 .317 .130 .128 .030 .308 .107 .109 -.136 .234 .186 .418* .160 .170 -.184 .014 -.495* -.006 .070 .040 .089 .052 -.238 -.452* -.049 -.066 -.292 .261 -.094 -.263 .243 .545** .385 -.328 .129 -.039 .740** .554** -.518* .311 .622** .808** .614** .727** .560** .596** .625** .549** .445* .745** .744** 1.000 .805** .644** .666** .811** .839** .519**
Sig. (2-tailed) .019 .041 .041 .034 .005 .426 .152 .121 .376 .076 .030 .553 .059 .131 .546 .542 .888 .134 .610 .603 .518 .261 .372 .038 .446 .417 .379 .946 .012 .976 .740 .851 .673 .808 .252 .023 .816 .753 .157 .208 .656 .204 .242 .005 .058 .109 .549 .852 .000 .005 .013 .169 .002 .000 .001 .000 .004 .002 .001 .004 .038 .000 .000 .000 .001 .000 .000 .000 .009
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .525** .616** .252 .410* .485* -.226 .540** .428* .316 .554** .480* -.078 .257 .274 .216 .135 -.050 .229 -.003 .148 -.018 .204 .275 .284 .203 .263 -.271 .079 -.328 -.096 .257 -.024 .271 .184 -.267 -.340 -.144 -.307 -.061 .153 -.196 -.249 .130 .605** .441* -.258 .093 .062 .755** .507* -.558** .145 .654** .858** .656** .794** .730** .595** .708** .748** .467* .856** .768** .805** 1.000 .711** .620** .776** .794** .628**
Sig. (2-tailed) .007 .001 .224 .042 .014 .277 .005 .033 .132 .004 .015 .712 .214 .195 .312 .521 .814 .271 .987 .480 .932 .328 .184 .169 .331 .203 .190 .706 .110 .646 .214 .910 .189 .388 .198 .097 .491 .135 .774 .466 .347 .230 .535 .001 .027 .213 .667 .770 .000 .011 .007 .532 .001 .000 .000 .000 .000 .002 .000 .000 .029 .000 .000 .000 .000 .001 .000 .000 .001
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .262 .527** .237 .118 .336 -.381 .533** .260 .247 .420* .466* .036 .108 .144 .065 .120 -.273 .211 .184 .016 -.021 .328 .288 .174 .126 .403* -.157 -.047 -.045 -.177 .176 .206 .408* .097 -.200 -.262 -.077 -.102 -.057 .104 -.133 -.161 .082 .521** .645** -.397* .018 -.077 .809** .750** -.601** .124 .810** .697** .770** .801** .586** .680** .880** .617** .751** .745** .745** .644** .711** 1.000 .733** .808** .839** .518**
Sig. (2-tailed) .206 .007 .255 .573 .101 .061 .006 .209 .245 .036 .019 .865 .608 .503 .764 .569 .186 .312 .377 .940 .921 .110 .162 .404 .548 .046 .453 .824 .830 .396 .401 .324 .043 .650 .337 .206 .716 .629 .785 .622 .526 .443 .696 .008 .000 .049 .932 .714 .000 .000 .003 .594 .000 .000 .000 .000 .003 .000 .000 .001 .000 .000 .000 .001 .000 .000 .000 .000 .010
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .321 .509** .186 .295 .461* -.169 .380 .222 .306 .300 .451* .340 .072 .388 .190 .261 -.124 .186 .094 .138 .006 .124 .136 .232 .208 .132 -.094 .163 -.297 -.051 .113 .187 .329 .138 -.225 -.470* -.131 -.233 -.049 .246 -.214 -.284 .004 .527** .605** -.440* .121 -.198 .855** .744** -.526* .207 .678** .677** .862** .745** .674** .691** .787** .756** .636** .639** .742** .666** .620** .733** 1.000 .776** .839** .581**
Sig. (2-tailed) .118 .009 .372 .152 .020 .420 .061 .287 .146 .146 .024 .096 .733 .061 .375 .207 .556 .374 .655 .511 .978 .554 .517 .265 .319 .529 .656 .437 .149 .808 .590 .370 .108 .519 .279 .018 .533 .262 .817 .235 .304 .169 .985 .007 .001 .028 .574 .342 .000 .000 .012 .367 .001 .000 .000 .000 .000 .000 .000 .000 .001 .001 .000 .000 .001 .000 .000 .000 .003
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .405* .441* .177 .312 .415* -.308 .404* .283 .157 .399* .408* .111 .280 .199 .130 .074 -.152 .258 .114 .063 -.037 .314 .341 .450* .200 .265 -.210 .137 -.298 -.054 .162 .128 .300 -.094 -.131 -.363 -.066 -.137 -.182 .085 -.112 -.035 .211 .434* .462* -.427* .105 -.131 .893** .716** -.659** .240 .807** .831** .805** .872** .631** .712** .888** .660** .688** .888** .848** .811** .776** .808** .776** 1.000 .892** .464*
Sig. (2-tailed) .045 .027 .398 .129 .039 .135 .045 .170 .464 .048 .043 .596 .174 .350 .544 .724 .469 .213 .586 .766 .862 .126 .096 .024 .337 .201 .313 .515 .148 .797 .439 .542 .145 .662 .533 .075 .752 .514 .384 .687 .595 .868 .311 .030 .020 .033 .624 .532 .000 .000 .001 .294 .000 .000 .000 .000 .001 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .022
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .386 .533** .281 .351 .476* -.163 .508** .377 .303 .462* .499* .125 .163 .273 .245 .158 -.110 .332 .176 .128 -.068 .251 .240 .348 .147 .325 -.240 .084 -.319 .035 .223 .218 .318 .137 -.163 -.378 .054 -.070 -.060 .121 -.079 -.206 .161 .613** .636** -.440* .172 -.027 .880** .689** -.602** .182 .748** .842** .829** .833** .668** .695** .858** .667** .715** .801** .873** .839** .794** .839** .839** .892** 1.000 .581**
Sig. (2-tailed) .057 .006 .174 .085 .016 .437 .009 .063 .151 .020 .011 .553 .435 .198 .248 .450 .601 .104 .400 .541 .746 .227 .248 .089 .484 .113 .248 .688 .120 .868 .283 .296 .121 .522 .436 .063 .797 .740 .776 .564 .706 .322 .442 .001 .001 .028 .422 .900 .000 .000 .003 .429 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .000 .003
N 25 25 25 25 25 25 25 25 24 25 25 25 25 24 24 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 25 25 25 25 25 25 25 25 25 25 24 25 25 24 22 21 22 25 25 25 24 24 25 25 22 25 25 25 25 25 25 25 25 24
Correlation .235 .661** .174 .284 .391 -.127 .414* .258 .346 .266 .479* -.152 .236 .324 .075 .584** -.323 .116 -.265 .084 -.281 -.276 -.282 .124 .303 -.029 -.588** .311 -.405* .033 .321 .173 .389 .445* -.551** -.673** -.449* -.015 -.070 .504* -.248 -.519** -.177 .506* .442* -.630** -.418* -.352 .590** .522** -.307 .051 .419 .588** .689** .604** .838** .724** .509* .820** .515* .476* .461* .519** .628** .518** .581** .464* .581** 1.000
Sig. (2-tailed) .269 .000 .416 .178 .059 .554 .044 .223 .106 .208 .018 .480 .267 .131 .734 .003 .124 .589 .211 .696 .184 .192 .182 .562 .151 .892 .003 .139 .050 .879 .127 .420 .060 .033 .005 .000 .028 .943 .744 .012 .242 .009 .408 .012 .031 .001 .047 .092 .002 .009 .165 .828 .052 .003 .000 .002 .000 .000 .011 .000 .017 .019 .023 .009 .001 .010 .003 .022 .003
N 24 24 24 24 24 24 24 24 23 24 24 24 24 23 23 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 24 23 24 24 24 24 24 24 24 24 24 24 24 24 23 24 24 24 22 21 22 24 24 24 24 24 24 24 21 24 24 24 24 24 24 24 24 24
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*. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).
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